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1.1	Background to the Problem
Higher learning institutions in Tanzania are of paramount importance for promotion of sustainable socio-economic development. These higher learning institutions have the task of equipping individuals with the advanced knowledge and skills necessary for transforming the resources at hand for the betterment of the people of Tanzania (Perraton and Lentel, 2004). However, experience reveals that these higher learning institutions are confronted with many challenges in the course of implementing the objectives in which they were established. Lipinyapinya Institute of  Education (LIE) as one of the higher learning institutions in Tanzania charged with the task of providing educational programmes faces a number of challenges in fulfilling the objectives of its establishment (LIE, 2008).

As a concept, a challenge has multiple meanings. Hornby (2006) defines a challenge as a new and difficult task that tests someone’s ability and skills. Mushi (2004) regards a challenge as an obstacle or problem which could be social, political, economic, psychological or physical. Such obstacles are encountered in attempt to accomplish certain tasks. Kirkness (2003) regards a challenge as a constraint that needs a lot of skills and knowledge to address or deal with. Generally, challenges imply difficult tasks, problems or constraints that a person or an institution encounters in the process of accomplishing its goals.

The LIE was established by the Act of Parliament No. 12 of 1975 with the task of educating people through both conventional and distance education modes. The Institute is also responsible in the training of adult educators and administrators, providing consultancy services to agencies and the public, and carrying out research and evaluation of adult education (URT, 1975).

Kassam (1978) argues that before inception of the Lipinyapinya Institute of Education (LIE) in the country was generally run unsystematically. In due regard, it was organised on a scattered, uncoordinated and limited basis. It received very small funds from the national budget and it had no defined objectives and directives. Generally Lipinyapinya Institute of Education was established to harmonize those challenges. The establishment of LIE in 1975 was considered and expected to accord much attention from the government in terms of financial resources due to its importance in training lower and middle cadres for Tanzania labour force. This was deemed necessary for the purpose of ensuring sustainable development to Tanzania as a nation through eradication of poverty, disease and illiteracy which seem to hinder people from developing themselves.

The LIE was able to flourish for fifteen years after its inception due to financial and material support from internal and external donors but there after LIE witnessed a decade of stagnancy of many of its programmes such as distance education. However, the Diploma of Adult Education continued to be offered at LIE with limited funding and enrolment. For example Diploma in Adult Education Students` enrolment in 1996 and 1997 was 58 and 49 respectively (Balige, 2007). This situation resulted to LIE rely mainly on Secondary Education Programme as a major source of its revenues at LIE. Trends at LIE reveals that at the beginning of 21st century LIE`s image inside and outside the country began to shine as many programmes were introduced including Open and Distance learning. These significant developments experienced at LIE were highly attributed by change of leadership at LIE on one hand and increased morale of LIE staff particularly academic staff to work hard and efficiently as a response to challenges raised by globalisation on the other.

Since the backbone of any institution is the academic staff any challenges experienced by academic staff negatively affect the provision of quality education. Unattractive working environment at LIE often has resulted to exodus of qualified personnel looking for greener pastures elsewhere in other institutions. This trend has weakened LIE as the management has to frequently to recruit new academic staff to compensate those who have decamped to other institutions.(CSP, 2008) Therefore, in order to fulfil these responsibilities mentioned above the LIE has to recruit competent academic and support staff so as to effectively and efficiently deliver services to the Tanzanians who are intended to be served by the institution.

Experience in many higher learning institutions worldwide indicates that academic development of any academic institution depends much on the competencies of all its staff, both administrative and support staff. Competences of both cadres of staff result into provision of quality adult education which Tanzanians need to solve their social, economic and political problems in the contemporary globalised knowledge economy (LIE, 2008).

The desirability of the LIE to provide quality adult education is clearly captured in its vision and mission. The vision states that LIE is to be a centre of excellence that maintains a learned and informed society. The mission of LIE is to design, develop and implement quality adult continuing education and training programmes that will enable people to acquire knowledge and skills required for sustainable development and dealing with global challenges.

The LIE has always strived to expand the provision of adult and continuing education to a much wider and diverse population segment. In 2009/2010 academic year the LIE has introduced a degree programme to add to the existing certificate, ordinary diploma and advanced diploma programmes. This is an indication that the LIE has made adult continuing education much more accessible to a wider population than it had been before. Despite the impressive progress made on the increase of the number of programmes and students enrolled at the ILE, provision of education and training has been constrained by the shortage of academic staff. Statistics at the LIE show that the LIE has a total of 305 permanent employees of whom 131 are primary school leavers working as support staff; eighty (80) of the Institute’s staff members are teaching staff (LIE, 2008). Out of them, eight (8) are diploma holders, forty three (43) are Bachelor Degree holders, twenty seven (27) are Masters Degree and two (2) are PhD holders. Table 1.1 shows the composition of LIE staff in during the 2009/201academic year. The table presents the staff education qualification and gender. The above characteristics of employees whereby the bulk of workers have the lowest rank of education leaves much to be desired. Without highly knowledgeable, skilful and competent academic staff, education institutions cannot meet their set objectives. Thus availability of qualified academic staff in higher learning institutions is indispensable in terms of facilitation, assessment and measuring of innate capacities of the learners (Bhatia, 1995).























Gender of Supporting Staff			
Male	Female	Male %	Female %
132	93	58.7	41.3
Total                                171	134		
Grand Total	305	56.1	43.9

Source: Adapted from Corporate Strategic Plan 2008/2009 – 2012/2013

The major challenge academic staff in higher learning institutions face is unattractive working environment which sometimes results into attrition of qualified academic staff in search of new and attractive employment. This scenario has been reported at other institutions in the world. For example at Muhimbili University College of Health and Allied Sciences (MUHAS) highly educated and skilled staff in the medical field have left their employment and acquired better paying jobs in form of high salary scales and attractive working environment (Maliyamkono and Mason, 2006). Attractive work conditions normally attract qualified staff   who   care for their well being.

The background presented in the narrative above serves as a rationale of conducting a study on the challenges facing the academic staff at the LIE. The rationale dwells on the following premises: Firstly the increasing number of academic staff members who terminate their job contracts and look for better job opportunities outside LIE. Secondly, complaints from members of the academic staff constitute another justification for the researcher to conduct a study on the challenges facing the academic staff at LIE. Many of such complaints are directed towards poor administration at institutional department levels. Among the complaints of the academic staff include shortage of teaching and learning facilities, poor incentive packages, poor motivation and poor working environment. At one of the academic meetings held on 29th September, 2009, among the agenda that raised hot discussion included limited laptop for academic staff, house allowance, limited training for academic advancement including lack of study tours and transport facilities.

Trends at LIE indicate that the institution has been stagnant for a long time in terms of academic innovations and development. The reason for this is that for many years, the LIE has exerted more emphasis on the evening secondary education programme and has .neglected other programmes. Since academic staff constitutes the backbone of any institution, the researcher was interested to investigate the challenges that LIE academic staff are facing in pursuing their duties to the extent that LIE is lagging behind when compared with other institutions such as Dar es Salaam Institute of Technology (DIT), Mwalimu Nyerere Memorial Academy (MNMA), College for Business Education (CBE) and Tanzania Institute of Accountancy (TIA). These institutions seem to be more advanced in terms of the number of courses offered, status, enrolment and advocacy. 

The LIE currently has a total of three programmes, one is a degree programme and two others are ordinary diploma and certificate programmes with a total of 727 students. Since 2009 the LIE was mandated by the National Council for Technical Education (NACTE) to run its courses using Competence Based Education and Training (CBET) approach so as to enable students to acquire all three competences namely knowledge, skills and attitude which are essential to enable graduates become fit in the global labour market.

The mandate acquired by the LIE to run its courses using CBET approach has positively affected the teaching approach or system from Knowledge Based Education and Training (KBET) to CBET. Firstly, there has been excessive recruitment of teaching and non teaching staff to meet the requirements. Increase of enrolment is another merit resulted from adherence to CBET approach by LIE
Furthermore, trends at LIE reveal that CBET approach has greatly affected enrolment of students as the number of students shot up to around 700 in 2008/2009 from 400 in 2006/2007. The mandate has also enabled LIE to undergo renovation of physical infrastructure such as library, lecture halls, seminar rooms and academic staff offices.
The most outstanding outcome of the acquisition of NACTE mandate is for the LIE to be allowed to offer degree programmes. At present Bachelor of Adult and Continuing Education programme (BACE) has started to be offered at the LIE. Some more degree programmes are expected to be offered in the near future as demands arise. Despite the achievements noted in the previous paragraphs regarding the training of adult educators and improvement of physical infrastructure still much need to be done by the LIE to improve the provision of education especially in areas of teaching and learning environment and the review of academic staff welfare. It is within this context that a study on the challenges facing academic staff at the LIE was thought necessary.
1.2	Statement of the Problem
The LIE is an institution which was established by the Parliamentary Act No. 12 of 1975, mandated to provide non-formal continuing education in the country by implementing policies, capacity building for teachers and administrators of adult and non-formal continuing education, curriculum development for the same, distance education and mass education programmes.
In order to effectively execute the tasks mentioned in the previous paragraph the LIE needs to overcome some challenges which hamper LIE, specifically academic staff to accomplish their duties according to the desired standards. To achieve this LIE needs to be capacitated by the government, internal and external partners and donors in terms of finance, material and human resources so that LIE can efficiently and effectively meet its objectives by which it was established.
Trends in education consider increased enrolment as a positive aspect for any higher learning institution (Bhalalusesa, 2005). The LIE has increased its enrolment from 400 in 2006/2007 to about 700 in 2008/2009 academic years (LIE, 2010). This was possible after the LIE acquired mandate from NACTE to run a degree programme in Adult and Continuing Education. The possibility was also a result of attractive non-degree programmes offered at the Institute.
Expansion of student enrolment has always raised a question on how to facilitate such a big number of students at LIE while the Institute still faces the problem of shortage of teaching and learning resources. This situation has fuelled the debate between education practitioners and policy makers worldwide on the attempt to balance between access and equity on one hand and quality education on the other. Therefore, the task ahead is for LIE to ensure that expansion of enrolment, matches with the provision of quality education.
The available studies at LIE suggest that no one has conducted investigation to specifically focus on the challenges facing academic staff at LIE. Studies that have been done on the LIE have dwelt on issues such as Evaluation of Diploma of Adult Education (Kassam, 1974), Correspondence Education (Chale, 1979) and Determinants of Enrolment at LIE Programmes (Balige, 2007). 
Any challenge that negatively impact academic staff at any academic institution could be a major  causes  for staff discouragement and demotivation to work effectively. This study therefore intends to fill the gap by taking a holistic approach to identify the challenges facing academic staff in higher learning institutions specifically at Lipinyapinya Institute of  Education. 
1.3	Purpose and Objectives of the Study
The purpose of this study was mainly to explore the challenges facing academic staff at the LIE. Specifically, the study sought to achieve the following objectives:-
1.	To  identify   the challenges facing academic staff at the LIE.
2.	To examine   the extent to which the challenges affect the effectiveness of the academic staff in performing their responsibilities at work.
3.	To assess measures taken by LIE management to address the challenges facing the academic staff, at LIE.
1.4	Research Tasks and Questions
The following are research tasks and questions which guided this study:
Research Tasks I	Identifying challenges facing the academic staff at the LIE.
Questions
1.	What challenges do academic staff at the LIE face?
2.	What are the causes of the challenges identified?
Research Task II	Examining the extent to which the identified challenges affect the performance of the academic staff at work.
Questions
1.	How does each identified challenge impact on academic staff performance at work?
2.	How do   academic staffs  address each challenge that they encounter?
Research Task III	Assessing the measures taken by the LIE to address the challenges.
Questions
1.	What measures have been taken by LIE to address the challenges?
2.	To what extent has each of the measures taken addressed each of the challenges?
3.	What is the opinion of the academic staff regarding the measures taken by the LIE in addressing the challenges identified?
4.	What is the opinion of administrative staff on measures taken by LIE to address the challenges identified?
1.5	The Significance of the Study
In the light of the findings and data analysis, the researcher expected the findings to assist the management of the LIE to come up with new strategies in improving the performance of the academic staff. The findings would also provide guidance on how the LIE management would improve motivation and incentive schemes in order to prevent academic staff from looking for alternative employment elsewhere. The findings were expected to identify areas which LIE needs to address so as to improve academic staff remuneration, improve teaching and learning environment so that academic staff can facilitate, supervise, monitor, evaluate and ensure that LIE programmes yield the outcome anticipated in relation to their institutional objectives. 
1.6	Limitations of the Study
The study was limited by several factors. During the conduct of this study there was no effective cooperation from respondents since most of them were busy in their teaching and administrative duties. The researcher sometimes had to wait until they finished their duties and arrange for interview. This adversely affected the time frame of the study although the information gathered remained valid.
1.7	Delimitations of the Study
The study was confined to challenges facing academic staff in pursuing their duties in higher learning institutions in Tanzania particularly at LIE. As such the findings might not be generalized as challenges that academic staff face in other higher learning institutions outside Tanzania.
1.8	Definition of key terms and concepts
Enrolment
It refers to legal or formal registration of qualified students by entering the names into a list of the students in the professional programme.
Higher learning institutions
These are learning institutions which provide higher education from advanced diploma level to PhD which in Tanzania are either under NACTE or TCU.
Teaching and learning materials
Refers to materials which are used in, the teaching process. These materials include pens, marker pens, white board pens manila cards, flip charts, dusters reams of papers and reference books.
Teaching and learning facilities
These are facilities used for teaching and learning processes. They include internet, PowerPoint projectors, photocopying machines, printers, cassettes (CD’s and DVD’s)
Physical infrastructure
Refers to lecture rooms, seminar rooms, library, toilets, cafeteria and academic staff offices, laboratories etc.
Academic staff
 These are tutors and lecturers who are teaching certificate, ordinary diploma, advanced diploma and BACE (Bachelor of Adult and Continuing Education ) levels at the LIE.
1.9	Conceptual Framework
Chilisa and Preece (2005) define conceptual framework as a summary of what is discussed in literature review. A conceptual framework explains the concepts and principles from which knowledge is derived. Experience in research shows that, a study of this nature which involves interactions of variables needs a conceptual framework which meets the purpose and objectives of the study. The conceptual framework has been derived from analysis of conducive working environment inputs which are conducive teaching and learning environment, attractive incentive schemes, attractive salary scale and availability of appropriate teaching facilities (koonz and O`donnel,1986) . inputs include availability of adequate competent and qualified staff and esteemed status of employees. The presence of these inputs guarantee availability of conducive working environment for academic staff in higher learning institutions (Preece, 2005).

Attractive incentive scheme is another element which may assist in retaining academic staff. The availability of house allowances, staff houses, free medical services, transport facilities, study tours and in-service training are some of the incentives that may be offered to academic staff by institutions in order to motivate them and encourage them to stay. Availability of modern teaching and learning facilities is another element which is crucial in order to effect  teaching and learning processes. Teaching and learning facilities such as computers, internet services, photocopiers and overhead projectors need to be available to any higher learning institution so as to facilitate teaching and learning processes that fit with the 21st century innovative trends.

Recruitment of adequate, competent and qualified academic staff is another element which serves as a basis for academic staff members to work comfortably without excessive workload at universities or higher learning institutions. The academic staff recruited should be dedicated to generating and imparting knowledge as well as demonstrating their professional capabilities as teachers, researchers and managers (UNESCO, 1998). 
Recruitment alone is meaningless if concrete strategies are not put in place to retain the academic staff. Staff retention is the most serious problem in higher learning institutions especially in developing countries. Statistics reveal that half of the universities in Africa rely on foreign academic staff. (http.//www.foundation-partnership.org./ulf/resources/che-20081125.pdf). Universities and governments therefore need to train their own academic staff using their resources to solve the problem of shortage of adequate competent and qualified academic staff.
Recognition or esteemed status is another aspect that that encourages or motivates enables academic staff to work effectively and efficiently. Basically, recognition implies the act of identifying somebody on the basis of his/her past experience or the ability to do something. Further, recognition is a communication tool that reinforces and rewards the most important outcomes people create at the work place (http://humanresources.about.com). This means the concerns of academic staff need to be taken into account and communication between academic staff and management should always be a two way  process.  Lack of recognition may occasionally result to job dissatisfaction on the part of the academic staff hence low productivity which is illuminated in poor academic performance of students at institutional level.
Determining factors is the second component of conceptual framework which constitutes to conducive working environment.  The elements in inputs may not be successfully implemented without determining factors put in place. The first element that falls under determining factors is effective management of resources. Experience at LIE reveals that renovation and furnishing of the physical infrastructure such as library, lecture halls and seminar rooms are occasionally done. This has made the basic challenges facing academic staff at LIE remain unattended for a long time hence making the teaching and learning environment inconducive. This implies that LIE has to allocate adequate financial resources for undergoing regular renovation of the physical infrastructure.














Figure 1.1: Determinants of conducive working environment for academic staff in higher learning institutions




The purpose of establishing universities or higher learning institutions in Tanzania is to educate individuals for clear thinking, for independent thinking, for analysis and for problem solving at the highest level (Kinunda, 1974). This implies that upon graduation graduates from universities are expected to solve problems in the societies they belong to so that people can enjoy the benefits obtained from the investment they have made on them (Nyerere, 1974).The LIE as one of the higher learning institutions has the obligation of training individuals to become adult educators and adult education managers (LIE, 2008). To achieve this, the LIE needs to be capacitated by the government by allocating adequate financial resources so that competent  academic  staff are recruited, teaching and learning facilities and materials are purchased, new buildings such as lecture rooms, seminar rooms, libraries, offices and toilets are erected and old buildings are repaired and modified to reflect the current needs. 
However, experience suggests that higher learning institutions or universities in Tanzania, the LIE in particular have been facing the problem of inadequate financial resources allocated by government (Maliyamkono and Mason, 2006). The challenges the LIE faces can be summarized as a result of underfunding by the government, local and international agencies. These challenges have consequently led to shortage of academic staff, inconducive teaching and learning environments, demotivation of academic staff, shortage of modern teaching and learning facilities and unattractive salary scales (LIE, 2008).
In this regard, the challenges noted in the previous paragraph need to be critically examined, so as to identify alternative ways of solving them so that the LIE becomes an institution of reputable status in the provision of higher education in Tanzania.
2.2	Conditions under which Academic Staff can work effectively 
Academic staff in higher learning institutions the world over are facing new challenges which require reforms in the management and governance styles (Chacha, 2004). With the rise of new stakeholders such as students from other countries and new employers such as local governments, Non Governmental Organizations (NGOs) and Community Based Organizations (CBOs) and expansion of globalization, academic staff in higher learning institutions need to adjust rapidly in the sense that working style, competencies, attitudes and habits need to change so as to satisfy and fulfil their missions and needs (Jowi, 2003).

Trends in higher academic institutions illuminate that conducive teaching and learning facilities, availability of competent and qualified academic staff and recognition are the most essential prerequisites that any higher learning institution needs to meet in order to offer quality education (UNESCO, 1998). Shortage or absence of these inputs result into ineffectiveness and inefficiency of universities hence academic staff being demotivated and discouraged. The forthcoming paragraphs discuss each prerequisite in turn as highlighted above.

2.2.1  Conducive Teaching and Learning Environment 
Conducive teaching and learning environment implies environment which is comfortable and favourable to employees and allows motivation. The importance of conducive environment at a work place includes reduction of turnover, saving time and money and reduction of absenteeism (http://www-essortme). Generally,  conducive environment at a higher learning institution is that which is friendly to the teaching and learning processes. 

Scholars argue that in higher learning institutions or universities conducive learning environment has resulted to creativity and productivity. This means that conducive working environment is a crucial factor to let employees work hard hence raise productivity (http://www.bing.com). Higher learning institutions or universities worldwide are faced with the problem of severe budget cuts and a flood of students in search of relevant degrees. This situation has led to unfavourable teaching and learning environment because of shortage of financial resources to improve the teaching and learning environment. For example, in Kenya, low budgets and overcrowding of students in lecture halls and seminar rooms have ended into inefficiency and falling academic standards (Chacha, 2004). The same scenario is reported in Egypt and Madagascar where there are lack of conducive working environment and shortage of research funds which inhibit lecturers from being promoted as conducting research is a major criterion for promotion (Teferra et al cited in Collingwood, 2007).

2.2.2  Attractive Incentive Scheme 
Attractive incentive scheme is a scheme which attracts employees to work effectively with high morale and motivation, (Griffin, 1997). Lack of motivation at work places is one of the factors which always results into attrition of university faculty staff (Sawyer, 2004). Motivation has been called the “core” of management that means it is one of the crucial factors that determine the efficiency and effectiveness of an organisation. Gupta (2006) further argues that all organisational facilities at an organization or institution remain useless unless people are motivated to utilise these facilities in a productive manner. At independence higher learning institutions in Tanzania were able to provide houses or house allowances, sabbatical leave opportunities and other fringe benefits to academic staff. 

However, after economic decline in 1970s and 1980s followed by privatization and Structural Adjustment Programme (SAP) the provision of incentive packages to academic staff was disrupted. The disruption of the incentive scheme was due to meagre resources available to be directed towards key ministries such as defence and security, health and infrastructure. The result of this scenario was for universities to design income generating activities aimed at bridging the gap of government subvention (Chacha, 2001). 

In Tanzania the above scenario resulted into the introduction of cost sharing system in which students were supposed to incur some costs of their education such as stationery, books and health (Ishengoma, 2004). This situation made the university life for academic staff less attractive and many academic staff ventured into private universities elsewhere (ibid). Lack of incentive schemes for example, ended in strikes in Ghana in 1995 and 1997 respectively which resulted to the closure of Ghana teachers’ universities.

2.2.3  Attractive Remuneration 
Attractive remuneration implies packages which include salary and other benefits which enable the staff to work with high morale. It is probable that the status of remuneration can enable academic staff to stay or resort to search for new employment in other universities (Tefera 2003, cited in Collingwood 2007). As a matter of fact remuneration in many universities in the world is low and discouraging. University academic staff in African countries such as Egypt, Kenya, Madagascar, Ghana, Tanzania, Mozambique, Nigeria, South Africa and Uganda receive low salaries of between $1500 - $2500 per month (ibid). The problem is that sometimes the salaries come too late to have any meaningful impact on recipients. This scenario leaves academic staff humiliated, demotivated and most of them resort to moonlighting, absenteeism and search for new employment (ibid).

Unattractive remuneration for higher education academic staff is also experienced in developed countries as well. In the United Kingdom (UK) unattractive remuneration has raised a great concern for academic staff. McNay (2006) argues that remuneration for lecturers in UK universities increased by only 5% over 20 years while pay in the rest of the economy had grown for 45% over the same period. This situation has made academic staff engage in entrepreneurial activities which assure them of extra income. Some academic staff have also left their original employing institutions for more paying job elsewhere. 

2.2.4  Availability of Modern Teaching Facilities 
In the twentieth and twenty first centuries adult education has experienced a worldwide revolution. This revolution has mainly been attributed to technological advancements associated with computer technology (Nafuko, Amutabi and Otunga, 2005). The technological advancement that adult education has experienced has enabled information communication technology (ICT) to change the distribution and accessibility of information which consequently has led to innovations in teaching and learning processes. These innovations in teaching has also led to extensive use of internet and instructional media tools in Africa to empower adult students, raise their consciousness, promote quality and human rights, to expose many injustices occurring in the society (ibid). 
Success in the provision of education also depends highly on the availability of modern technological teaching facilities. Galabawa (2003) argues that globalization has encouraged the expansion of ICT in many quarters of development. Academic staff members need to acquaint themselves with the latest innovations in teaching methods and research support. The widening gap between “technology haves” and “technology have nots” calls for universities to rely more on internet services so as to remedy some of the deficiencies in the libraries and classroom teaching. In a bid to provide quality education in higher learning institutions governments have to be capacitated by local international financial donors in terms of resources so that the management of higher learning institutions purchase adequate ICT facilities to enable students learn in a very conducive environment. (Sawyer, 2004).

2.2.5  Availability of Adequate Competent and Qualified Academic Staff
The most notable problem that most developing countries face to date continues to be that of staffing their universities with appropriately qualified and competent personnel (UNESCO, 1998). Staffing is the part of the process of management which is concerned with obtaining, utilising and maintaining a satisfactory and satisfied work force (Gupta, 2005). The importance of staffing in management lies on the fact that it helps not only in discovering and obtaining competent personnel for various jobs but also improve job satisfaction and morale of employees in order to retain them (ibid).
Universities or higher learning institutions have the obligation of recruiting and retaining qualified academic staff. These academic staff need to be developed professionally and governments in many African countries are the ones who finance university or higher education especially in remunerating and developing academically their staff. In recent years the government support to these institutions has been declining and universities or higher learning institutions have been forced to rethink their strategy and possibly look for extra sources including establishing income generating activities (Chacha, 2004). As no university so far has been able to operate its activities through income generating activities, the government funding is therefore inevitable if universities are to perform their educational programmes sustainably, on one hand and avoid lecturers from decamping to other highly paid universities on the other.

2.2.6	Recognition of Employees
Recognition basically implies a praise or reward for somebody’s work or actions (Hornby, 2006). At work places employers are required to appraise workers performance either verbally or with financial package. Studies show that recognition has a positive impact on performance either alone or in conjunction with financial rewards (Dessler, 2005). Experience at higher learning institutions in Tanzania shows that academic staff concerns are not often accorded their desired weight. Thus, the end result has always been for the talented academic staff to leave their original employing institutions and venture into the private universities (Chacha, 2004). In order to ensure that academic staff are recognized, universities in Madagascar through the Ministry of Higher Education have decided to improve the management of human resources by shifting financial resources from administrative staff to academic staff for developing them academically (Tefera et al 2003, cited in Collingwood, 2007). 

One of the crucial roles of leadership and management is maintaining morale, enhancing productivity and helping staff at all institutional levels to cope with momentous and rapid change. In order   guarantee recognition of academic staff and improve their efficiency and effectiveness in delivering their services. It is suggested that academic staff must be trained continually and clear training policies have to be put in place instead of the ad hoc procedures which are currently followed in most of these institutions (Chacha, 2004).

2.2.7  Determinants of Conducive Working Environment
Conducive working environment implies environment which is comfortable to employees and that can remove barriers to motivation (htt://www.essartme). Conducive working environment alone cannot function properly without determining factors being put in place. The determining factors are like effective management of resources, transparency and relevance of administrative structure of the LIE. The presence of these determining factors can result into sustainable outcomes.

The conditions under which academic staff can work effectively and determining factors which need to be in place may lead to highly motivated academic staff, in-service courses and training programmes in place, study tours introduced, improved status of LIE, academic staff developed and enhancement of LIE academic status.

The status and prosperity of academic staff at universities or higher learning institutions largely depends on the presence of inputs and determining factors which together may result into conducive working environment for academic staff. Experience from universities and higher learning institutions in Tanzania suggests that lack of conducive working conditions for innovative teaching or research weakens the status of the universities and at worst it makes the academic staff look for new jobs elsewhere (Teferra 2003, cited in Collingwood, 2007). Therefore, improvement of teaching and learning environment is an essential factor or component in the provision of quality education.

2.3	Overview of Challenges Facing Academic Staff and the Impact of Globalization in Higher Learning Institutions 
Around the world the academic staff in higher learning institutions such as universities, colleges and polytechnics are at risk of being plagued by a handful of challenges. The challenges however are not synonymous in each institution but generally they include poor remuneration, under financing, non-conducive teaching and learning environment, unattractive incentive schemes, shortage of teaching and learning facilities and lack of recognition (IAE, 2008; UNESCO, 1998). The presence of these challenges negatively affects the effectiveness of the academic staff in knowledge, skills and values acquisition, generation and dissemination. 

Barongo (2006) and Buokary (2004) assert that availability of qualified and competent human resources both academic and support staff is one of the indicators of a good institution. According to UNESCO (1998) a high quality and motivated academic or teaching staff and a supportive professional culture are essential in building excellence. Furthermore, Chacha (2001) asserts that the world is currently faced with great challenges and difficulties related to financing, improved staff development, skill based training, research and preservation of quality in teaching. This has consequently made many higher learning institutions lag behind in the provision of adequate higher education opportunities for its inhabitants.

In the UK academic staff are challenged by quite a good number of constraints. These constraints include work overload, poor remuneration, excessive bureaucracy, stress and limited prospects of promotion. (McNay, 2006).This scenario has led academic staff in UK to be demoralised and seek new paying jobs in other institutions. The challenges noted in higher learning institutions and universities in Africa and elsewhere are also being faced by academic staff at the LIE, where academic staff remuneration is unattractive and working environment for the teaching staff is not conducive because they are not provided with house allowance, teaching and learning facilities are scarce, unattractive incentives and lack of recognition of academic staff. (IAE, 2008). The LIE management can solve these challenges if it ensures proper and effective management of financial resources provided by government or donor countries.

2.3.1  The Effects of Globalization in Higher Learning Institutions 
2.3.1.1  Under Financing by Government and International Financial Agents
The outstanding basic challenge that higher learning institutions or universities face around the world is under finance from governments and international financing agencies. As such this challenge has hindered or weakened the implementation of development plans and academic innovations at those institutions. Contemporary literature reveal that budget allocations for higher learning institutions worldwide declined to 16.7% down from 23.4% from 1999 to 2010 respectively. Instructional materials such as computers received low budgetary allocation (Maliyamkono and Mason, 2006). This led to higher learning institutions being incapable of meeting their objectives which they were established.

2.3.1.2  Expansion of Students Enrolment
The growing globalization of higher education seems to impose burdens and threats on every institution. UNESCO (1998) argues that growth in demand for higher education has been a worldwide phenomenon witnessing the expansion in student enrolments from 13 million in 1960 to 65 million students in 1991. In many countries the rate of expansion has exceeded that of the economy. This has resulted to reluctance of some countries to contemplate cost sharing especially in Africa.  In institutional terms or context the expansion of the numbers has placed pressures on facilities of all kinds on one hand and longer hours for the academic staff on the other. Financial constraints experienced in all countries suggest that the governments can no longer fund higher education to the same extent as previously. This has led to more student ratios and heavier workloads for academic staff throughout the world (UNESCO, 1998). This situation, in some higher learning institutions has prompted academic staff members to involve themselves in business or entrepreneurial endeavours in order to earn a living income.

It has been observed that inadequacy of funds in most countries has led to a growth in higher education provision by the private sector (ibid). In Tanzanian the situation is not different as far as expansion of enrolment and their repercussions are concerned. Academic staff in public universities such as Dar es Salaam, Dodoma, Mzumbe and Sokoine, have a burden of teaching and marking around five hundred examination scripts for one subject. In such a situation academic staff cannot perform their duties in accordance with the objectives set.

The situation is not exceptional at the LIE. There has been an increase of enrolment at LIE since 2007/2008 academic year. The reason for the increase is the fact that graduates upon their completion of the courses are subjected to many employment opportunities from central government, local government and private sector. The second reason is the introduction of a degree programme at the LIE. As such the status of the LIE seems to have improved dramatically thus attracting many stakeholders to apply for admission into a degree programme. This scenario has resulted into the admission of many applicants into various courses offered at the LIE. Due to this situation academic staff at the LIE face the problem of facilitating classes with two hundred (200) or three hundred (300) students while ventilation and lightning are poor. 

The expansion of enrolment at LIE is considered by academic staff as an opportunity to improve their remuneration. But the expansion of enrolment has not brought any impact to academic staff remuneration. Experience at the LIE reveals that poor remuneration has made academic staff to be less privileged and look for other alternatives to supplement their salaries. Many academic staff are involved in providing consultancy services, conducting tuition or remedial programmes, entrepreneurial projects such as shops, stationeries and poultry keeping. Since salaries cannot cover all the costs income generated from projects, consultancy and remedial programmes are used to meet costs of transport, food and clothing for academic staff and their families. 
2.3.1.3  Cost Sharing 
Cost sharing is a programme which was introduced in many third world countries in response to world economic recession in 1990’s. Scholars such as Ishengoma (2004) contend that under financing or under funding of higher learning institutions began in 1990’s after many countries failed to finance higher education. Johnstone (2002) defines cost sharing as a “… Shift of the… cost burden from exclusively or near exclusive reliance on government or tax payers to at least some financial reliance upon parents or students”. This indirectly implies that educational financing lies on the hands of organizations, communities and individuals.

Merisotis and Wolamin (2002) argue that cost-sharing is deemed necessary because of the following reasons. Firstly, beneficiaries need to pay for benefits receivable by students and their families. Students will, interalia, have higher incomes, get better jobs, and acquire better houses and social status. Parents on the other hand expect to benefit from their children’s education, especially in terms of increased pride, prestige, satisfaction, higher social status, better economic gain, expectation or at least insurance of being assisted on life basic needs for the rest of their life.

Secondly, parents are responsible in paying for education of their children (Merisotis and Wolamin 2002). However, how much parents should pay and at which age they should cease paying for their children’s education depends on the culture and parents’ economic capacity economically. Experience in Africa shows that a few parents cannot manage to pay for education of their children due to prevailing poverty. The third reason for the government’s failure to effectively finance tertiary and higher education is other priorities in public needs that compete for the same public fund. Such priorities include among others defence, health and infrastructure. Experience in some parts of the world shows that governments are ready to cut higher learning institutions or universities budgets when they are most needed to sustain them (UNESCO,1998)

Galabawa (1994) provides a fourth reason when he argues that there is an increase in unit cost as a learner moves up the educational ladder. In this context, tertiary or higher education becomes more expensive due to external indebtedness, taxation and poor management of public funds. The government of Tanzania opted for cost-sharing as a means to combat under financing Buchert (1995) observes that international organizations which used to finance tertiary and higher education switched to basic education after the conference. International financial organizations such as Germany Development Agency (GTZ), Finish International Development Aid (FINIDA) and British Overseas Development Administration (ODA) ceased to fund higher education at the expense of basic education. It has also been observed that GTZ, FINIDA and ODA do not follow recipient countries priority needs.

Trends in many African countries show that governments tirelessly seek donor assistance to fund university education but donor countries are reluctant to fund higher education because it has lower social returns than basic education (Galabawa, 2004). There may be truth in the donors’ argument because funding basic education benefits many pupils and students in primary and secondary schools compared to few students studying in universities and higher learning institutions. 
As stated in the previous paragraphs that cost-sharing has been instituted as an alternative to public funding by the government of Tanzania. Mayanja (1998) and Omari (1991) suggest that instituting cost-sharing and privatization in higher education level cannot be expected to replace or relieve the government from its role of funding higher education but it is as complimentary (Johnstone, 2002) as it was earlier stated by Zymelman (1973) that it is only the state, which can provide equal access and other social amenities. To date, there are other stakeholders who are involved in the provision of equal access and other social amenities worldwide. Experience in Tanzania reveals that higher education is mainly provided by government and religious or faith organisations. Examples of universities established by faith organisations include Saint Augustine, Tumaini, Theofilo Kisanji and Saint John’s. Others are Saint Joseph, and Sebastian Kolowa Universities. These universities provide equal access to all people regardless of sex, religion, ethnicity or political ideology. However, the role of funding higher education still remains in the hands of central government in terms of providing financial loans and other necessities to students. 

There is a contention that globalization is behind all the challenges that academic staff and higher learning institutions face today. Galabawa (2003) for example, outlines three aspects of globalization. He contends that globalization is a shift from government to market oriented delivery of goods and services. Secondly, the globalized world to determine policy instead of single countries and thirdly, a global community linked by information and communication technology (ICT) which calls for academic staff in higher learning institutions to equip their learners with knowledge and skills for competitiveness, entrepreneurship, innovativeness and being able to analyse as well as interpret the environment (ibid).
2.3.2  Challenges Facing Academic Staff in Asian Countries
2.3.2.1  Unattractive Remuneration and Incentives
The problem of unattractive remuneration and incentives does not only manifest itself in poor African countries but also in Asian countries which are regarded by international standards as more developed than African countries. For example, academic staff in far east countries like China also face various challenges including poor remuneration which leads to attrition of academic staff. Many countries including China are currently reviewing their remuneration system so as to make the teaching profession sufficiently attractive and awarding. Statistics suggest that in Beijing 78.8% of the total number of staff who were recruited left the institutions between 1987 to 1992 in search of new job opportunities in other institutions within and outside the country (UNESCO, 1998).
Malaysia, for example, has experienced excessive work load of its academic staff on post graduate courses. The courses are affected by poor budget (ibid). Local universities are required to develop their capacity to train their teaching staff in terms of their staff requirements by discipline and number of academic intake at the post graduate level. For instance the University of Sarawak, Malaysia has 12% PhD and 18% Masters among its academic staff. A good staff have run away to join other universities where salaries are attractive.

Furthermore, it has been learnt that poor remuneration has been identified as the principal cause of attrition among academic staff in universities. Pursuit of other income generating activities by academic staff has also resulted into poor teaching, minimal participation in university administration and policy making and a neglect of research activities (ibid).
Experience in India indicates that the country has adopted the establishment of academic staff colleges in a bid to solve the problem of incentives. There are 45 academic staff members in operation who are funded by the University Grants Commission in India. The major purpose is to upgrade knowledge and skills of academic staff in higher education institutions through orientation programmes and refresher courses (ibid).
Similar initiatives have been employed by China whereby incentives are provided to academic staff. These incentives include improving opportunities for research, publication and quality of teaching. As such these initiatives have become important in recruiting and retaining competent faculty members (World Bank, 1997).

Experience in European and Asian countries suggest that academic  staff  are encouraged to study higher degrees through in service programmes and developing training plans for enhancing teaching and research skills. All these serve as incentives to academic staff that give young faculty members priority for attending international conferences and organizing special collections of publications including theses and research articles. 

2.3.3  Challenges Facing Academic Staff in Higher Learning Institutions in Africa
2.2.3.1  Inadequacy of Teaching Facilities and Research Funds
Higher learning institutions during post colonial period in Africa were established to help the new nations to build up their capacity to develop and manage their resources, alleviate poverty of the people and close the gap between them and developed countries (Sawyer, 2004). In order to lay the basis for independent national self-development, African countries saw the setting up of these higher learning institutions as crucial measures to that end. Universities such as Dar es Salaam, Makerere and Nairobi were established in East Africa to curb the shortage of competent local personnel experienced in the countries soon after independence (ibid). In Africa, higher learning institutions or universities are in struggle to emerge from a decade of crisis such as campus closures, brain drain and institutional deterioration and declining educational quality. Those challenges as Chacha (2001) argues have resulted into institutions producing a generation of graduates who are feared to be less capable and qualified than the case was two decades ago. This is so because the academic staff  at those institutions work under difficult circumstances as a result of inadequacy of financial, material and human resources. This significantly lowers their working morale. 

According to the University of Cape Coast in Ghana (2009) academic staff in higher learning institutions or universities are faced with serious challenges such as neglect as a result of reduced resources, low priority in research infrastructure unsatisfactory terms and persistent brain drain. These challenges have a negative effect in the academic and administrative sectors of the countries. Experience from developing countries reveals that there are problems which affect the ability of academic staff to acquire the skills needed for performing academic duties. Professors in some higher learning institutions are paid low salaries; hence some of them distribute their time to serve two or even three jobs so as to generate income. This scenario presupposes that remuneration at higher learning institutions is insufficient to incur all the necessary costs for survival of academic staff (Sawyer, 2004). In the 1960s and 1970s universities such as Ghana, Sudan, Makerere, Ibadan, Dakar and Dar es Salaam had rich learning environments that were conducive for the study for all disciplines in the natural and social sciences, in arts and in basic and applied research. However, by the 1990s, the universities mentioned above experienced challenges such as commercialising the production of knowledge, new definitions of development and relevance and generating their own income. This essentially led academic staff to work under unconducive teaching and learning environments, unattractive remuneration and demotivation of staff.

The experience explained in the previous paragraph was also noted at Makerere University where academic staffs were demoralized due to unattractive remuneration and inadequacy of teaching facilities. This situation was attributed by dramatic declines in government subvention. Despite the efforts employed by Makerere University to solve the challenges it was found that the government was still essential to guarantee sustainability of the programmes offered at Makerere University. 

2.3.3.2  Unattractive Remuneration and Incentives
In Africa many higher learning institutions or universities in 1960s and earlier had attractive incentive packages. Faculty salaries and other conditions of service maintained the best in the public service. During this period there was good working environment for lecturers including study and sabbatical leave opportunities. Availability of these perquisites made university life very attractive in both remuneration and working environment. But in 1970s and 1980s academic staff in higher learning institutions faced the challenge of reduced budget due to economic decline. This economic decline led to severe inflation whereby salaries were below the living wage and housing became harder to get the majority of staff. There was also large and crowded classes, heavy teaching load and shortage of modern audio visual facilities for teaching and learning. The consequences of this was the exodus of the best minds moving to other highly paid universities. For example, the number of staff dropped from 828 in 1995 to 412 by 2000 at the University of Côte D’Ivoire (Sawyer, 2004).

The constraints narrated in the previous paragraphs were solved by reintroduction of incentive system facilities, improvement of teaching and learning environment and a substantial increase in average staff incomes. Makerere University as Sawyer (2004) argues became one of the higher learning institutions to enjoy the fruits of the application of the revival strategies. Universities in Zimbabwe particularly university of Zimbabwe decided to engage in farming as an income generating project so as to augment dwindling funds provided by the government (http:// www.university (​http:​/​​/​www.university​) worldnews.com). Experience in Tanzania suggests that universities engage in income generating activities in order to bridge the budget deficit. For example, at the University of Dar es Salaam, particularly at its Business School, the management has indulged in income generating projects such as undergoing research projects to supplement the government budget (http://www.udbs.udsm.ac.tz (​http:​/​​/​www.udbs.udsm.ac.tz​) )
 2.3.3.3  Ageing of Academic Staff
In Africa another notable challenge that higher learning institutions and academic staff face today is ageing. A study in Ghana concluded that 40% of the teaching and research staff are above 50 years (op. cit). The same observation is experienced in Congo, Nigeria, Senegal and Côte D’Ivoire (ibid). The result of this situation has always been excessive workload on the part of academic staff while remuneration schemes or packages remain low and unattractive. In Tanzania not much is known on the ageing status of the academic staff in higher learning institutions. The available information on ageing in Tanzania emanates from Tanzania Higher Learning Institutions.  It has been learnt that in the next 10 – 15 years, 51% of the lecturers in 9 public higher education institutions in Tanzania will retire.(http://www.out.ac.tz/convocation/files/speech.pdf). The same case is experienced at Arusha Tropical Pesticides Research Institute. The institute was established in 1940s and the majority of its members of staff have reached retirement age http://www.google (​http:​/​​/​www.google​).co. tz.

2.3.3.4  A Shift from Education as Public Good to Education as Private Good
Scholars argue that the challenges faced by universities in Africa is a result of shift from education as a “public good” to education as a “private good” (Sawyer, 2004; World Bank, 2002). It is instructive to note that at Independence University education in Africa was regarded as a key to accelerated development thus attracting public expenditure patterns.

The unfavourable economic conditions in most African countries in the 1980s and 1990s, treat educational expenditure as a ‘cost’ rather than a “social investment”. This contention together with the argument that rates of returns to university education are so much lower than returns to basic education have influenced external donors into turning away from the support of higher education in favour of basic education. The economic decline in 1980s and 1990s in Africa and external ideological and policy pressure resulted into believing that university education was primarily a “private good”. The result was reduction of public expenditure on African universities, extension of cost-recovery or sharing in higher education, removal of subsidies for students and severe cuts of public subventions for running the universities (ibid).

In conclusion, the identified challenges which African universities face, have affected much academic staff. Insufficient funding deprives academic staff of their rights to be paid house allowance, teach in conducive environment, use update teaching and learning facilities and conduct relevant researches. Without the above challenges being addressed higher learning institutions would fail to qualify as principal venues for knowledge creation, use and dissemination (Chacha, 2001). 

2.3.4 Challenges Facing Academic Staff in Higher Learning Institutions in Tanzania
The challenges Tanzanian academic staff encounter and the challenges that other academic staff face especially in Africa are basically identical given that all African countries fall under the least developed countries (LDC). These countries are characterized by poor economies, low levels of access to health and education services and low level of technology. It is the responsibility of all these higher learning institutions or universities, to analyse, describe the challenges, and suggest methods of dealing with them (Nyerere, 1974). 

Academic staff need to perform better their duties in the institutions they serve. This can only be achieved if the challenges they encounter are adequately solved. The challenges academic staff face are such as unattractive salary scales, inadequate teaching learning facilities and unconducive teaching and learning environments. Others include unattractive incentive scheme, shortage of adequate competent and qualified academic staff and lack of recognition of employees (Sawyer, 2004). 
2.3.4.1  Inadequacy of Education Facilities
Education statistics in Tanzanian reveal that higher learning institutions or universities received an average of 35% of all the education budget allocation between 1995 and 2005. However, budgetary allocation for instructional materials such as books, IT facilities and the like remains low. Internally, lecturers’ wages seem to be high in Tanzania but they are relatively low compared to neighbouring universities (Maliyamkono and Mason, 2006). This scenario attracts academic staff to look for greener pastures abroad and leave the Tanzanian universities with inadequate number of required lecturers.

Research is one of the key mandates for each higher learning institution or university in the world. Research seeks new information or verifies the existing facts (http://siteresources.worldbank.org.) Swantz cited in Hinzen and Hundsdorfer, (1974) argues that research is a meaningful tool in finding solutions to development problems. A country that does not allocate adequate funds in research in higher education should not expect rapid development for its people.

Experience reveals that research in Tanzania especially in higher education institutions is crippled by underfunding and is also donor dependent. Most of the research funds come from external financial agencies such as SIDA, DANIDA and ADB. These financial agencies are in the driving seat in supporting higher learning institutions in Tanzania. Three higher learning institutions namely University of Dar es Salaam, Mzumbe University and the Institute of Financial Management are said to be adversely affected by under-funding in research. The budget for research has remained low under US $6 million since 1995. As such this situation of under financing in research demoralizes academic staff from performing their duties satisfactorily (Maliyamkono and Mason, 2006).

2.3.4.2  Challenges from Universities of Tanzania 
Higher learning institutions or universities in Tanzania are confronted with numerous challenges that hinder the implementation of the objectives by which those institutions were established. The challenges that higher learning institutions face include shortage of ICT infrastructure, inadequate funding from the government, shortage of well qualified workforce and inadequate funding for research (http://siteresources.worldbank.org). These challenges have adversely affected the provision of higher education in Tanzania.

As stated in the previous paragraph academic staff in higher learning institutions in Tanzania are facing various challenges. For example, at the Open University of Tanzania (OUT) academic staff face challenges including lack of effective communication, lack of finances, lack of permanent premises at the regional centres and inadequate qualified human resources (Mahai, 2008). These challenges have retarded  the institutional academic development plans. Although OUT has improved the teaching and learning environment at the headquarters and regional centres by acquiring permanent premises (Manyara, Kilimanjaro, Iringa, Mbeya and soon Rukwa and Singida regions) still much needs to be done especially in the provision of support services to students and availability of qualified staff so as to ensure the provision of quality education (Lulu, 2008).
At the UDSM, academic staff face the problem of inconducive teaching and learning environment. According to Vice Chancellor, Prof. Rwekaza Mukandala UDSM faces the problem of inadequate teaching and learning facilities such as computers, internet services and under stocked bookshop. There is also a shortage of cafeteria, seminar and lecture halls at UDSM. The shortage of seminar and lecture halls has compelled lecturers to teach in crowded lecture halls which are not conducive for teaching and learning because lecturers are incapable of teaching effectively (Mukandala, 2010).

In order to improve the provision of higher education at UDSM, Prof. Mukandala suggested that modern learning facilities should be purchased, new bookshop and internet cafes buildings erected. Also  dilapidated  buildings in the faculties of arts and social science and law need intensive renovation to improve the teaching and learning environment. But the major problem that UDSM faces to date is inadequacy of funds. The financial resources allocated by the government do not suffice to meet all the costs of running the institution. Mukandala urges the government to release adequate funds to improve teaching and learning environment and other amenities at the UDSM (Mukandala, 2010).

2.3.5  Empirical  Studies from Tanzania
There are studies which have been conducted in Tanzania mentioning some challenges facing academic staff in higher learning  institutions in performing their duties. A study by Ndume, Tilya and Twakyondo from Dar es salaam Institute of Technology  and Dar es salaam University College respectively admit that academic staff in higher learning institutions face challenges in performing their professional duties. In their study to establish the acceptance in  e-learning and determine the challenges facing academic staff in enabling the adaptive of  e-learning at higher learning institutions, it was learnt that academic staff as well as students faced the problem of availability and accessibility of e-learning  tools at both higher learning institutions. They however recommended that tools  designed for e-learning must also create room for expansion and must be affordable for any type of education service. Prior to the launching of e-learning the management of the institutions  need to ensure  that there are adequate resources needed by academic staff and anytime at the institutions (http;cir.org/volume 2 number/1/articles 6pdf). 

The other challenge noted  by researchers is that higher learning institutions are not prepared for new technology which academic staff and technicians need retraining so as to be compatible with new technology. Experience in higher learning institution illuminates that academic staff are left to use the basic knowledge they possess on ICT to teach and operate new technological gadgets. This trend has often resulted to inefficient teaching by academic staff (ibid). It can be concluded that that academic staff are encountered by enormous challenges especially when management of higher learning institutions are not accountable in running their institutions as anticipated by the public. Experience shows that any poor performance by students, complaints are levelled against the academic staff while they are not fully equipped with adequate teaching resources by respective institutions.

3.	 5.  Challenges Facing Academic Staff at Lipinyapinya Institute of Education
Lipinyapinya Institute of Education is one of the higher learning institutions in Tanzania whose academic staff is constrained by enormous issues ranging from academic, administrative and managerial. These constraints or challenges that LIE faces may have a negative impact to the prosperity of the Institute. In a situation like that it is the academic staff  that suffers most due to the nature of their profession. 

The LIE was established in 1975 by Act No. 12. Currently, it operates under the Ministry of Education and vocational Training, charged with the responsibility of implementing adult and non-formal education policies, capacity building for teachers and administrators of adult and non-formal education. Other responsibilities include conducting distance education programmes for distance learners, mass education, books and journal publications (LIE, 1975). 

Basically the LIE is an academic institution which has been training people to hold posts related to education management. The institute has been providing diploma and advanced diploma courses almost for three decades since 1975. In  additionl LIE offers secondary education through ODL approaches to thousands of youth who are graduates of primary education. It also runs vocational courses on computer, driving and tailoring in some of its regional centres found in twenty one (21) regions of mainland Tanzania (LIE, 2008). 

In view of the above, Lipinyapinya Institute of Education (LIE) as earlier mentioned, faces constraints in its primary objective of providing quality and relevant education to clients. In order to advance LIE has to practically address the challenges it faces so as to optimally achieve its set objectives. The next chapter presents the research methodology that was employed during the time of research.
2.3.6  The Literature Gap
The literature review  has  acknowledged that there are challenges facing academic staff in higher learning institutions and other challenges differ in accordance with the economic status of the respective countries. Although challenges such as poor remuneration,  poor funding from government and donors,  inadequacy of education facilities and excessive workload seem to feature in all higher learning institutions across the world  but conducting a study  focusing on the specific challenges facing LIE academic staff was deemed necessary so that challenges are worked out to enhance better working conditions for academic staff.







This chapter presents a detailed description of the methodology that was employed in this study. The chapter is divided into five sections which include population, research design and approaches, study area, sample and sampling technique, data collection and data analysis plan. In addition, explanation on validation of study  instruments and data analysis procedures are provided. 

3.2	Research Design 
Research design refers to a plan which shows the strategy of an inquiry thought appropriate to the research. This is an in depth study of a particular situation which allows the researcher to gather relevant data to fulfil the objectives of the study. In this study the researcher basically adopted a qualitative paradigm utilising the case study because it enabled the researcher to comprehend the problem and view it holistically as the researcher was able to observe the subjects in their settings without inconveniencing their activities. (http://www.nyu.edu/classes/bkg/methods (​http:​/​​/​www.nyu.edu​/​classes​/​bkg​/​methods​)). 

Additionally, a case study assists researchers to obtain in depth progressive and comprehensive data because it allows investigation of a phenomenon within its real life context (http//en.wikipedia.org./wiki/ease study 2010). Using case study techniques the researcher was able to investigate the challenges facing academic staff at the Lipinyapinya Institute of Education while teachers and students interact in the course of teaching and learning. 
3.3	Area of Study
The study was conducted at the LIE Headquarters and three LIE regional centres namely Ruvuma, Arusha and Dar es Salaam. The criterion that was applied to determine the selection of these four areas is the fact that most of the academic staff are found at LIE headquarters as well as in regional centres. This enabled the researcher to obtain data much easier from respondents such as students, academic staff and chief or senior administrators including Director, Deputy Director, Chief Accountant Officer, Head of Human Resource Department and Head of Adult and Continuing Education Department.

3.4	Population
Population is a group of individuals, objects or items from which samples are taken for measurement (Frainkel and Wallen 2000, Kombo and Tromp, 2006). These scholars further argue that a population under study must have at least one thing in common. The population of this study included all academic members of the Lipinyapinya Institute of Education at the headquarters and those at regional centres, staff of the department of adult education at The Ministry of Education and Vocational Training (MoEVT), all first and second year diploma students, second year advanced diploma students and first year Bachelor of Adult and Continuing Education (BACE) students.

3.5	Sample and Sampling Techniques
3.5.1  Sample
According to Kothari (2000), Frainkel and Wallen (2000) and Kombo and Tromp (2006), a sample refers to a group of respondents or elements drawn from a population with individuals who have one thing in common that provides representative characteristics of the entire population from which a researcher is interested to gather information and draw conclusions. It involves a process through which a researcher extracts from a population a number of individuals so as to adequately represent the larger group. Miles and Huberman (1994) maintain that a small size sample characterizes qualitative studies in which the researcher selects the sample that is sufficient to provide maximum insights and understanding of the population understudy.          

Basing on Miles and Hubermans (1994) propositions the sample for this study included 50 respondents as indicated in table 3.1  









Table 3.1 indicates the type of respondents involved in the study. The academic staff who include regional resident tutors participated in this study because they are focal points since they are directly involved in teaching and their responses are crucial to the study. Students from different LIE programmes such as ordinary diploma, advanced diploma and degree programmes were asked to provide their views that can assist LIE to improve the motivation welfare and status of the academic staff. As for administrators, five (5) administrators participated in the study. 
The Director of LIE was involved due to the fact that she is the head of the Institute. The Chief Academic Officer participated in the study because he is directly involved with the affairs of the academic staff. His involvement in the study was of great significance. Three officers from the Ministry Education and Vocational Training specifically from the Adult Education Directorate were involved in the research. The reason for their involvement in the research was that the ministry provides financial resources and oversees all activities performed at LIE.

The Chief Accountant at LIE was involved in the study because he manages financial resources which are critical elements in the institutions activities.  The Head of Human Resources Department participated in the study a one of the members of the committee which recruits staff including academic staff. Her awareness of the challenges that academic staff face was considered as highly potential for the success of the study. Head of Adult and Continuing Education Department was involved in the study because she is daily interacting with academic staff in the course of pursuing their duties. Therefore, her involvement was deemed necessary to identify challenges that the academic staff faced.

3.5.2  Sampling Techniques
Sampling is a procedure used to select some elements of a population in such a way that the selected represent typical characteristics of the total population (Cohen and Manion, 2000).The study employed the following sampling techniques.

3.5.2.1  Purposive Sampling
Purposive sampling technique is a technique used in selecting categories with special attributes. The technique was used in the study to gather information from specific experienced individuals at LIE by virtue of their responsibilities. Those selected purposively included the Director, Deputy Director (Chief Academic, Research & Consultancy), Chief Accountant, Head of Human Resources Department and Head of Adult and Continuing Education Department. The Director of Adult Education Directorate at MoEVT , his deputy and Head of Printing Unit were also purposively selected. These individuals possess required information that could not be provided by other officers at the Institute.

3.5.2.2  Random Sampling Technique 
Random sampling technique is a technique employed to select categories with common attributes. In order to get a sample of students, admission registers were reviewed and respondents in this group were randomly selected. Twenty (20) students were obtained by using the random sampling technique.

3.6 	Data Gathering Methods and Instruments
Data gathering is a process whereby a researcher collects data from various sources of information in accordance with the research plan (ibid). In this study data was collected using questionnaires, interview, documentary review and observation. The advantage of using multiple data gathering methods was to enable a researcher to exhaust or tape all in-depth information from different reliable sources which are related to the welfare of the academic staff.

3.6.1  Questionnaires
They are written or printed forms used in gathering information on some subjects consisting of a set of questions to be submitted to one or more persons for the sake of collecting data/information. Questionnaires have both merits and demerits. As for demerits, questionnaires need financial resources for preparation and administration. Sometimes questionnaires may get lost on transit due to poor transport facilities and negligence of transport firms. Additionally, questionnaires may or may not be returned to the researcher due to reasons beyond the researcher’s control (Kombo and Tromp, 2009).
 
The structured questionnaires were used to collect data from students. Leady (1980) and Kothari (2004) agree that structured questionnaires permit a wide coverage at minimum cost in terms of time and effort. Questionnaires allowed greater uniformity and guaranteed greater comparability of responses. Data such as students opinions, experiences, difficulties and solutions were collected. Questionnaires were administered to the identified twenty students studying at the Institute. Responses from academic staff and senior LIE administrators were obtained through interview schedules.

3.6.2	Interview
Interview is a method of collecting information through oral-verbal stimuli and reply in terms of oral-verbal responses (Kothari, 2008; Bell, 1993). In this study both structured and semi-structured interviews were used to collect data from administrators and academic staff. Structured interview was administered to three academic staff who were heads of LIE regional centres whom the researcher interviewed through mobile phones. Semi-structured interviews were used to collect data from LIE administrators and academic staff. The researcher visited academic staff, administrators and MoEVT officers each was interviewed verbally while his/her responses were recorded by the researcher. The application of this research instrument provided freedom for the interviewer and respondents by asking or omitting some questions so as to allow relevant changes during the interview  process.

3.6.3  Documentary review
Documentary review is a method of collecting data from written or recorded material. Documentary review is a data collection instrument that was employed in the study. It is a systematic examination of documents to investigate specific information or topic (Ary, Jacobs and Razavieh, 1996). In this study documentary review was used to collect specific information from various LIE documents such as minutes of academic department meetings, department quarterly reports, brochures, booklets, policy documents and corporate strategic plans. From the documents, the researcher was interested to gather or collect information on the current status of remuneration system, incentive schemes, teaching and learning environment and availability of education facilities.

3.6.4  Observation
Observation is one of the data collection instruments which is used to acquire first hand data and enables the researcher to examine incidents as they occur during the study (Goetz and Lecompte, 1984). Observation can be conducted by using participatory or non-participatory method. Participatory observation requires the researcher to be part of the population under observation while non-participatory observation enables the researcher to observe a population from a distance. Before observing physical infrastructures, observation checklist was designed for data collection. Seven observations were conducted on lecture halls, seminar rooms, library, academic staff offices, cafeteria and toilets. 

3.7 	Validation of the Study Instruments
Validation is the way of making sure that the research instruments bring intended outcomes that can apply to other situations (Bhola, 1990). Data collection instruments were tested or tried out using a few LIE staff. The information obtained from the try out exercise was used to make modifications on the instruments. The reason for testing the instruments was to ensure that the instruments were appropriate to tape intended data. The researcher participated in checking the quality and quantity of the facilities in the seminar rooms, lecture halls, library, cafeteria, toilets and academic staff offices at LIE.

3.8	Data Analysis Plan
Data collected from the study was analysed using open-coding procedure. Dooley (2004) defines open-coding as a procedure of analysis that involves specifically naming and categorising phenomena through case examination of data. The collected data was broken down into small parts and was closely examined. Then the data were compared in order to obtain similarities and differences. Answers from different respondents were grouped as well as presented per given research task in order to tally them with research questions. The next chapter is about presentation and discussion of the data collected from the study.
3.9.	Summary






4.0 DATA PRESENTATION AND DISCUSSION 
4.1	Introduction 
This chapter presents the findings, discussion of the data collected and summary of the study. The study is intended to attain three major objectives thus the analysis and discussion of findings are presented based on the specific objectives and research tasks as indicated in chapter one of the document.

4.2	Challenges Facing the Academic Staff at LIE
The aim of the first task was to identify the challenges facing the LIE academic staff in teaching. The researcher found it important to investigate the challenges faced by academic staff at LIE because they constitute the backbone of the institution’s success. The assumption here is that if all the challenges are solved LIE will be able to fulfil its tasks of providing quality education to target Tanzanians. The findings revealed the following challenges; (i) shortage of teaching and learning materials, (ii) shortage of teaching and learning facilities, (iii) limited physical infrastructure, (iv) unattractive allowances, (v) lack of transport facilities for academic staff and (vii) lack of clear training policy. These challenges are presented and elaborated in the subsequent sections of this chapter.

4.2.1  Shortage of Teaching and Learning Materials
Shortage of teaching and learning materials is one of the challenges facing academic staff at LIE. 17 (80%) academic staff acknowledged that there was a shortage of stationeries such as reams of papers, whiteboard marker pens, flip charts, dusters and reference books. This shortage of teaching and learning materials compelled academic staff to buy materials using their own money because the institution could not provide for the items on the basis of highly limited funds. In some instances this shortage of teaching and learning materials resulted to postponement of timed and midterm tests. Five top LIE administrators who comprised one hundred percent (100%) of the respondents supported the idea that academic staff at LIE faced a problem of shortage of teaching and learning materials.

Shortage of teaching and learning materials made academic staff work under constraining environment leading to ineffective delivery of knowledge to students. Similarly, ten (50%) students expressed dissatisfaction on the availability of teaching and learning materials at LIE. One student pointed that frequently, they faced the problem of shortage of learning materials such as whiteboard marker pens, dusters and flip charts. Sometimes students were forced to buy them so as to enable lecturers to effect the teaching process. Research findings through academic staff meeting held in July 2006 indicated that shortage of teaching and learning materials was a major challenge. This challenge was also noted during academic staff meeting held on 29th September 2009 at LIE. During the meeting some lecturers complained about unreliable availability of teaching and learning materials such as reams of paper, white board’s marker pens, and flipcharts, red and blue pens. In line with these findings, one academic staff commented that sometimes shortage of teaching and learning materials made them unable to prepare lecture notes and administer timed tests. Furthermore, it was noted that academic staff had to buy teaching materials using their own money so as to facilitate the teaching and learning processes. One academic staff gave the comment that he sometimes used part of his salary to buy reams of paper in order to administer timed-tests because the head of department gave him only 30 sheets of paper while he had 120 students in the class.

Reliable availability of teaching and learning materials is crucial in the provision of education in higher education. One of the problems LIE faces in academic cycles is inability to provide adequate learner and staff support services such as books and stationeries (LIE, 2008). Commenting on the shortage of reference books at LIE one female academic staff member observed that there were no enough relevant books for the subject found in the new curriculum which require academic staff to apply Competence Based Education and Training approach(CBET) during facilitation; 

Despite the efforts shown by LIE to furnish the institute‘s library with new books and publications additional and current books and journals need to be purchased so as to curb the problem of shortage of texts at LIE. Data collected from documentary reveal that 500 books were received in the LIE library from different donors.  Singh and Manual (2010) argue that availability of teaching and learning resources are essential in building excellence and contributing to effective teaching and learning (http.//www.unesco.org). Experience shows that in any learning institution, worldwide, shortage of teaching materials such as stationeries and relevant books always results to poor teaching hence such shortage could demotivate both teachers and students.
4.3.	Shortage of Teaching and Learning Facilities 
The second challenge LIE academic staff face is shortage of teaching and learning facilities, which was noted by both students and academic staff. The findings through questionnaires revealed that 13 (65%) acknowledged that academic staff face the problem of teaching and learning facilities. They identified facilities such as computer and overhead projectors which are not available at LIE. 17 (85.%) academic staff asserted that they faced the challenge of shortage of teaching and learning facilities, such as internet, computers and projectors to be insufficient. Shortage of these facilities suffocated the smooth facilitation of the courses offered by LIE in the sense that academic staff could not access internet to enrich their knowledge and skills which they need for lecturing and publications.

All three MoEVT officers equivalent to a hundred percent (100%) of targeted respondents at that organization acknowledged that the academic staff at LIE faces a challenge of inadequate ICT facilities such as internet services. The head of Printing Unit at the MoEVT who was once a student at LIE commented  that LIE faces a severe shortage of ICT facilities such as computers, computer projectors, photocopiers, printers and fax machines. The Institute has to  deliberately  equip academic staff with modern ICT facilities for improving the teaching process.

It was also revealed that academic staff could hardly type, print or photocopy students’ assignments and tests due to shortage of stationeries. All five administrators equivalent to one hundred percent (100%) of the respondents agreed that there was a challenge of shortage of teaching and learning facilities. They cited internet, computers, Computer projectors, printers and photocopiers as facilities which are insufficient at the LIE. During the interview with the LIE academic officer, it was disclosed that LIE was planning to buy and install computers for each academic office so that academic staff can prepare their lectures and enrich their lecture notes through web accessible materials. Table 4.1 shows availability of teaching and learning facilities in the training department of the institute.

Table 4.1: Availability of Teaching and Learning facilities in the Training Department at LIE
Place	Items required	Items available	Shortage
	Comp.	Printer	Photo-copiers	Comp.	Printer	Photo-copiers	Comp.	Printer	Photo-copier






Key: Comp = Computer

Data available through documentary review revealed that the department also needs at least 10 computers, 5 printers and 5 photocopiers but only 4 computers, 1 printer and 1 photocopier are available at present. It was disclosed that examination officers faced the problem of photocopying examinations. One of the examination officers observed that they did not have a photocopier for the examination office that is why they had to borrow a photocopier from the Director’s Office or Human Resource Department. The department had only one photocopier which was not in good condition.
Overall, it can be argued that commitments to various established mechanisms can warrant and guard the provision of quality higher education to students. Therefore the LIE needs to address adequately these challenges if it is committed to render quality adult continuing education and training programmes. This will enable students to acquire knowledge, skills and attitude required for sustainable development dealing with global challenges.
 
Providing higher education to students is a challenging task because among other things reliable availability of teaching and learning facilities  need to be in place. Farant (2005) argues that availability of adequate facilities is crucial to the provision of teaching and learning. Teaching and learning facilities need to be available regularly so that teachers do not largely depend on their initial teacher training in terms of notes and knowledge acquired in college.

 The LIE faces the problem of shortage of teaching and learning facilities as stated in the previous chapters. It is therefore recommended that the government and development partners should allocate adequate funds to higher learning institutions so that they can purchase adequate facilities to facilitate the teaching and learning processes. Furthermore, LIE management and academic staff need to discuss together other sustainable income generating projects that LIE can engage in to supplement the government recurrent budget.

4.4.	Unconducive Teaching and Learning infrastructure
The other challenge that academic staff encountered was unconducive of teaching and learning of physical infrastructure. Infrastructure included, among others lecture halls and seminar rooms. Data through documentary review revealed that lecture halls and seminar rooms did not have sufficient ventilation. One academic staff narrated that some lecture halls and seminar rooms were not well furnished. He said ventilation and light were poor, walls which partition rooms needed repair, some fans did not work properly and other lecture halls were not fixed with loud speaker facilities.
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Ac = Air condition
The analysis also revealed that only halls II and III were installed with loud speaker facilities to boost audibility. In lecture hall IV there were 52 chairs and 50 tables. There was shortage of two tables. There were 24 computers in the computer room for students to learn computer skills. There were 63 chairs and 63 tables in seminar room 1. This data implies that there was a deficit of 3 chairs and 3 tables in seminar room 1. There were 66 chairs and 50 tables in seminar room 14. There was also a shortage of 16 chairs in seminar room 14. It was however revealed through observation that lecture hall II and seminar room I and II .also have been renovated. The remaining lecture halls and seminar rooms had not been renovated.

The researcher probed further on the status of LIE’s library. Data through annual library reports revealed that the library was small and their staffs were sufficiently competent.  The library had inadequate books and lacked adequate funds which hampered the establishment of a book   binding unit for repairing worn out books. The head of training department commented that the library was small in size and had inadequate and incompetent staff, inadequate books and inadequate funds which hampered the introduction of book binding unit for binding old books,
Table 4.3: Qualifications of Librarians at LIE
S/N	Qualifications




It was revealed through documentary review that the library had a capacity to accommodate only 30 clients at one sitting. Further, it was noted that the number of students were 697 more than 30 clients recommended to use the library services at one sitting. By all standards, the LIE library is small even when it is used by alternating students. Table 4.4 shows the total number of students at LIE.









Table 4.4 shows that there were 6 males and 22 female students pursuing in certificate courses. In Diploma course there were 172 males and 199 female students. Additionally, there were 123 males and 117 females pursuing the Advanced Diploma programme. As for Bachelor Degree there were 42 males and 46 females. In total there were 727 students out of which 343 were males and 384 were females.

In conclusion, the presentation and analysis of findings on available physical infrastructure at LIE revealed two major issues. First, there was physical capacity at the LIE that was not maximally utilised. The available physical infrastructure at LIE had a total capacity to accommodate 1,212 students however practically only 717 (59%) students were actually using the facilities (Balige, 2007). Secondly, the LIE’s under utilization of its physical capacity was a loss both in terms of the trained human resource that was to be produced and in terms of financial earnings that could to a certain extent fill the gap due to under-financing of adult education programmes.

Thirdly, under enrolment in various programmes was making the unit cost to be high because learners move up the educational ladder with new costs resulting into financial difficulties in running various programmes. Although there was under-utilisation of physical resources at the LIE, the institute’s management demonstrated its capacity and interest to improve the quality and quantity of its professional programmes. For example, within two years after acquiring NACTE’s mandate to run higher education, the LIE had established Certificate Course in Adult and Continuing Education (CACE) and Bachelor of Adult and Continuing Education (BACE). The two programmes have improved the LIE enrolment and status nationally and internationally since it is now possible to enrol foreign students to study at the LIE.

Availability of adequate funds in higher learning institution depends on among other things optimal utilization of physical resources. Optimal utilization of physical resources may avoid under enrolment which deprive applicants the right to access higher education. At the LIE the physical infrastructure are not fully utilized because there is a capacity of enrolment of 400 more students unutilized. There has been a suggestion from academic staff that LIE should introduce “double session” or “night programmes” in order to enrol extra students and get more revenues which can be used for the expansion of the LIE in terms of designing more programmes and upgrading the infrastructure. 

Thomas (1990) asserts that teachers who are masters of their professions should be adequately rewarded so as to retain them in their professions. Introduction of double session system may be regarded as one of the strategies to get more funds for motivating and retaining academic staff at the LIE. Conducive teaching and learning environment also involves the availability of reliable supply of electricity. Experience at LIE shows that electricity supply at LIE is unreliable following national power rationing by the Tanzania Electric Supply Company (TANESCO). This scenario has raised complaints from both students and academic staff at LIE as the situation has negatively affected the teaching and learning processes. One male bachelor degree student observed that there was unreliability of electricity, which adversely affected their studies at LIE. He said the problem was more serious during evening and rainy days when teaching became difficult due to darkness in seminar and lecture halls.

The argument above is fully supported by some of the academic staff. One female academic staff said that she could not prepare her lecture  nor access information from internet. She said that some academic staff decided to leave for home as their offices became hot and full of darkness .The academic staff suggested that a powerful generator could be purchased to overcome the problem of power rationing at LIE. Thus the LIE management had to ensure that a powerful generator was  purchased  so as to make the provision of quality education at LIE sustainable.

4.5	Unattractive Allowances 
The third challenge that affects academic staff at the LIE was unattractive allowances. 11 (52.3%) academic staff acknowledged that they were facing the problem of unattractive allowance at LIE. They said that unattractive allowances was a great challenge that faced academic staff because they were demoralized by the rates used to pay them. They further complained that they were not fairly paid their allowances such as marking, invigilation and research. One academic staff gave this comment that each student had to pay Tsh. 100,000/= to cover research costs. He said that the institute paid them Tshs 25,000/= per dissertation.   Academic staff further argued why they were paid such a discouraging amount. They wanted LIE to revisit the rate so that it could motivate them to supervise the dissertation better. Data obtained through documentary review revealed that academic staff complained about unattractive allowance through academic staff meetings held in 2009 and 2010 respectively. However, the response from LIE management was not favourable for academic staff because LIE acknowledged the existence of the problem but promised to rectify the rates of the allowances pending the availability of funds.

With regard to allowances three administrators equivalent to sixty percent of all the respondents agreed that academic staff’s allowances were not attractive in the sense that the rates used to pay various allowances were small. They mentioned allowances such as invigilation, marking and supervision of examination to be among the allowances which are poorly paid at the LIE. Two students who constitute ten percent of all twenty students said that academic staff was paid unattractive allowances.  One male student said that their teachers were paid Tsh.1000/= to mark one examination script. He argued that the rate was not realistic to the existing economic situation. He therefore wanted the institute to improve the rate so that it could motivate academic staff. The diploma students observed the same that the rate of Tsh 1000/= was insufficient and needed to be reviewed to reflect the current economic situation.

Findings from documentary review revealed that the rate of Tsh.1000/= had been used for the past three years, since 2008. There was need for the LIE to review the rates so as to motivate academic staff. Generally, allowances as incentives at LIE can hardly motivate academic staff, on the contrary they seem to hamper them from working hard and diligently. Wendy (2006) states that incentives normally aim to show employees  that they are valued and appreciated. She further insists that incentive schemes need to be flexible, exciting and able to motivate a diverse workforce. Generally, rates used to pay different allowances at LIE are not encouraging thus they need to be updated if they are to motivate and excite academic staff to work  hard and enhance productivity.

4.6	Lack of Transport Facilities for Academic Staff
Lack of transport facilities for academic staff was also noted to be one of the challenges facing academic staff at LIE. It was found out from interview that seven academic staff who constitutes thirty three percent of all the respondents agreed that there was a problem  of  transport facilities for academic staff at the institute. For example, one academic staff who stayed at Mbagala, in order to report at the LIE offices at 8.30 am which is the regulation he had to wake up at 4.30 am and go to Mbagala bus stop at 5.00 am. Since there was heavy traffic jam he normally reported at LIE between 8.45 and 9.00 am. During examination, period the situation was even worse because he had to wake up at 4.30 so that he could be able to invigilate examinations which started at 8.30 a.m. The above scenario shows how important it is for each academic staff to have a personal vehicle in order to report early at LIE offices.

12 (60%) of students who responded to the interview acknowledged the existence of the problem of transport for academic staff at LIE. One student gave the comment that, LIE can buy a minibus for ferrying academic staff to and from work. He said that sometimes some of the academic staff reported late at work and failed to attend lectures on time due to unreliable public transport. 

The problem of transport has not only affected academic staff but also students and administrators. Four administrators who constitute eighty percent (80%) of all administrative respondents asserted the existence of the problem of transport for academic staff as in many cases academic staff has been reporting late at LIE due to unreliable public transport. Emphasizing on the same point the  Chief  Academic  Officer  said  that the LIE management was aware of the problem of transport for academic staff and was being worked out so that each member of the academic staff could acquire a vehicle for solving the problem of transport during and after office hours. Reliable means of transport for academic staff can serve both as an incentive and motivation for academic staff thus improves productivity at LIE.

The issue of transport for academic staff has been addressed through different approaches by higher learning institutions in Tanzania. At the LIE experience shows those twenty years ago, there were buses which were picking LIE staff to and from work. This approach proved not viable due to high costs of running the buses. At CBE academic staff has been able to buy personal vehicles after the college introduced night college programme. The money paid by students as fees serve as teaching allowances for academic staff (CBE, 2009). At LIE plans are underway to enable academic staff to own private cars so as to curb the problem of transport on one hand and encourage them to work devotedly on the other. One senior administrator at LIE acknowledged that there was a problem of transport for academic staff and LIE was negotiating with car selling firms so that they could provide cars to academic staff at affordable price. This initiative by LIE was believed to solve the problem to a certain extent.

4.7	Lack of Training Policy
A training policy is one of the working documents at any higher learning institution worldwide. Lack of it may have negative implication to academic staff. It was revealed through interview that three administrators who represent sixty percent (60%) of all administrative respondents agreed that there was a problem of lack of clear training policy for academic staff. The LIE human resource officer observed that LIE was unable to advance its academic staff due to lack of a training policy. Since 2009 LIE was in the process of designing a training policy which was to address staff development problems faced by academic staff.

The human resource officer gave two reasons why staff development seems to be difficult for academic staff. First, there was the scarcity of financial resources to settle the costs of training of academic staff. But, secondly it was more difficult for newly employed academic staff to advance themselves academically before serving for three years at LIE. Trends at LIE suggest that many academic staff want to advance academically due to challenges they encounter in the course of performing their duties. However, the Institute has now been able to allow a reasonable number of academic and non academic staff to pursue different courses through conventional and distance education modes. This initiative shown by LIE can serve as part of the solution to the problem of scarcity of academic staff at LIE. 
Enock (2007) argues that higher education institutions are expected to have a sufficient number of qualified and committed full-time academic staff in order to ensure that its educational programmes and services are professionally designed, competently delivered and fairly assessed. The LIE needs qualified and committed academic staff in order to run its certificate, diploma and degree programmes. It may be unrealistic to produce qualified adult educators and teachers with only two lecturers with doctorate degrees currently teaching at LIE. Some more academic staff are needed to pursue doctorate degrees at LIE so as to enable students graduate with quality and credible education.

It was further observed that seven academic staff that constitutes thirty three percent (33%) of all academic staff respondents was concerned over the issue of lack of a training policy. Their concern centred on the fact that LIE faces the problem of shortage of doctorate lecturers. They argued that there was no logic for LIE to reject academic staff applications for academic advancement while academic staff is highly needed at LIE. 

Students also were touched by the problem of lack of competence of academic staff at LIE. Two bachelor degree students who represent ten percent of all bachelor degree student respondents were concerned over the tendency of being taught by academic staff with only master degrees qualification. They said that they wanted to be taught by doctors and professors like their fellow students in other higher learning institutions or universities. The Institute had to recruit or hire competent doctors who can teach LIE students effectively.

Generally, it can be summed up that the issue of advancing academic staff is indispensable in any academic institution for the purpose of enhancing quality education delivery. Chacha (2004) insists that improvement of efficiency and effectiveness in delivery of pedagogial services, academic staff need to be trained continually in relevant areas of their professionalism. To achieve that, universities or higher learning institutions such as LIE must have a clear training policy outlining their strategy for human resource development and training instead of ad hoc procedures which sometimes seem to favour few and victimize many.

4.8	The Causes of the Challenges
4.8.1  Shortage of Funds from MoEVT
Shortage of funds has been noted to be the major challenge facing academic staff in higher learning institutions. Four administrators who are equivalent to eighty percent (80%) of all respondents admitted that LIE faces the problem of shortage of funds. Data indicated that shortage of subsidy, development and other charges funds from MoEVT was the main cause of the challenges facing LIE academic staff. Data available from documentary review suggest that in 2007/2008 Tsh. 2,205,500,000/= was requested by LIE as other charges from MoEVT but only Tsh. 436,455,000/= was released which is equivalent to only 20% of the requested amount. Table 4.5 shows other charges fund requirement against the allocation released.

Table 4.5: Other Charges Fund Requirements Vs Allocation Released





Source: LIE Corporate Strategic Plan, 2008-2012
The same scenario was experienced in development funds which are commonly used to fund expansion and renovation of infrastructure. A total of Tsh. 240,000,000/= was made available out of Tsh. 860,000,000/= requested. The amount released was just 28% of the institution’s requirements (LIE, 2008). Table 4.6 shows development funds required against the funds released.

Table 4.6: Development Fund Required Vs Fund Released





Source: LIE Corporate Strategic Plan, 2008-2012

The same view of scarcity of funds at LIE as one of the causes of the academic challenges was supported by students and academic staff. 10 students and five academic staff who form twenty percent (20%) of all respondents asserted that the LIE was facing a problem of limited financial resources. This was manifested by shortage of teaching and learning facilities such as computers, stationery and books in the library. Statistics at LIE suggest that government financing at LIE was about 44% in 2008/2009. Internal financial sources contribute only 25% of the whole budget while development partner’s contribution is hardly 1% (op.cit). 

Scarcity of resources at LIE was also acknowledged by MoEVT officers at the Adult Education Directorate. All three officers agreed that funds allocated for the LIE was insufficient to run the institute effectively. The Director of Adult Education who is also a body member of LIE gave the observation that shortage of financial resources at LIE is a result of lack of resources at national level. This means that LIE has to improve its income generating projects so that they generate substantial income to supplement the budget deficit.

At this juncture, LIE has to secure funds from other sources and design revenue monitoring and control mechanisms so as to improve financial capacity and management system at regional centres which constitute about eighty percent (80%) of internally generated revenue. For example, LIE may decide to seek financial loan from financial institutions such as banks, National Social Security Funds (NSSF) and other development agencies such as Tanzania Education Authority (TEA) for maintaining physical infrastructure such as lecture halls, seminar rooms, library and toilets. 

Under financing of public universities and other higher learning institutions is a phenomenon experienced in many institutions of higher learning institutions in developing countries. In Kenya for example, public universities are constrained with shortage of funds after the government funding declined due to harsh economic situations. Kenyan universities, managed to bridge the budget deficit by establishing income generating activities. The LIE as well can design new self-help projects and maintain the existing ones as one of the strategies to address the problem of inadequate financial resources (Chacha, 2004).

4.8.2  Lack of Proper Management of Financial Resources
Management of financial resources is crucial for the development and promotion of higher education not only at LIE but also in other institutions. The argument centres on the premise that if all teaching and learning materials and facilities are budgeted and funds released and directed to the areas specified why there are inadequate facilities and materials for teaching at the LIE. The answer may be that the money allocated is not used for the objectives for which they were intended. This always has posed problems to the academic staff because they have been often unable to facilitate teaching effectively due to shortage of teaching and learning resources. 

Proper management of resources such as physical, financial and human is significant at any higher learning institution in order to yield the intended outcome. Results from interview revealed that nine academic staff who form an equivalent of forty three percent (43%) of all academic respondents, four students which form twenty percent for example (20%) of all student respondents and two administrators who constitute forty percent (40%) of all administrative respondents acknowledged that resources at LIE were not properly managed because of the constraints LIE experiences. Hill (2007) argues that proper management of financial resources is guaranteed by conducting regular internal and external audits to determine the accuracy of the accounts and records to reflect the true situation. The other way of managing finance as Bush (1989) suggests is by managing actual expenditure whether or not it complies with the budget plan. Experience denotes that higher learning institutions whose financial accounts are always clean enjoy remarkable development in academics and administration. Likewise, the financial accounts at LIE need to be continuously clean so that the funds obtained are directed and used for the purposes intended so as to promote provision of quality education on one hand and enhance image nationally and internationally on the other.

4.8.3  Poor Application of ICT Facilities and Skills
Poor application of ICT facilities and skills was mentioned as one of the challenges faced by academic Staff at LIE. Experience at LIE and researcher’s observation revealed that almost half of LIE academic staff cannot access or download information from the internet. Furthermore, two administrators equivalent to forty percent (40%) of administrator respondents, three students who constitute fourteen percent agreed that some academic staff were computer illiterate because they could not even use PowerPoint projectors for teaching. This situation needs to be reversed by academic staff as they have to learn how to teach using PowerPoint and other computer formants so as to enhance efficient teaching.

Contemporary studies suggest that ICT facilities are essential for academic staff to acquire ICT skills especially in this 21st century of science and technology where much of the knowledge is obtained through internet sites. Academic staff at LIE needs to acquire ICT skills so as to enable them access information for the purpose of enriching their lecture notes and broaden their intellectual horizons. The impacts of academic staff being illiterate in ICT skills are great beyond imagination. The ICT skills status among academic staff at LIE is not fairly good. The vast majority of academic staff lack ICT skills and are dependent on traditional lecture method for teaching. Despite academic staff individual initiatives to alleviate ICT illiteracy there is still need for LIE to design and organise weekend ICT training sessions for academic staff to keep abreast with current developments in their academic areas through ICT.

4.8.4  Low Status Accorded to Adult Education
Another cause worth mentioning in relation to the challenges faced by academic staff at LIE in general was the low status accorded to adult education in the country especially at the MoEVT. Two administrators equivalent to forty percent (40%) of all respondents acknowledged that Adult Education has acquired a low status at MoEVT because the Directorate of Adult Education has been reduced into a unit under the office of the commissioner of Education. One academic staff remarked that at one time Adult Education at MoEVT was accorded a directorate status but later in 2000’s adult education was reduced to a unit under the office of the commissioner for education (now Chief Education Office). This may have a negative implication to the allocation of financial resources to adult education subsector.

During 1970’s when adult education was officially launched, it was accorded political impetus through the then ruling party, Tanganyika African National Union (TANU). It was during the same period that Adult Education Directorate was established to coordinate adult education activities in the country. This move stimulated adult education activities in Tanzania because TANU, the government, the people and donors became active in the war against three major enemies namely, ignorance, disease and poverty (Mpogolo, 1980). The three MoEVT adult education officers equivalent to hundred percent (100%) of ministerial respondent had the same observation that adult education is not accorded the weight it desires as it used to be in the 1970`s.The Deputy Director of adult education acknowledged that adult education was accorded a low profile in the 1970s but today the MoEVT has reinstated the department of adult education to be a full directorate though it is faced with financial crisis.

Today, adult education lacks political impetus because it is no longer one of the crucial agenda in party manifestos and meetings neither from the ruling party Chama Cha Mapinduzi (CCM) or opposition parties such as Chadema, Civic United Front (CUF) or United Development Party (UDP). To date, availability of financial resources for adult education must be attached to Primary Education Development Programme (PEDP) or Secondary Education Development Programme (SEDP) (LIE, 2008). This approach has negatively affected adult education activities because there are some adult education programmes which are not related to either PEDP or SEDP. Examples of the programmes that do not fall under PEDP or SEDP but need funding from MoEVT include civics, environment and health. Since adult education development plan has not yet been released by MoEVT the availability of adequate funds for adult education programmes and institutions such as LIE could be unreliable for a period of time.

4.9	The Extent to Which the Identified Challenges Affect the Performance of the Academic Staff 
The aim of the second task was to identify the challenges affecting the performance of the academic staff. It is important to identify the extent to which existing challenges affect academic staff so that solutions can be sought to improve the process of teaching and learning at the Institute.
4.9.1	The Way Each Identified Challenge Affects Academic Staff Performance 
4.9.1.1  Shortage of Teaching and Learning Materials
The shortage of teaching and learning materials was regarded as the first challenge faced by academic staff at LIE. According to the findings four administrators constituting eight percent (8%) of all administrator respondents, 15 (75%) students and eight academic staff members which constitutes thirty eight percent of the respondents strongly agreed that shortage of teaching and learning materials made academic staff work under difficult environment because teaching and learning materials were not regularly available.

 One academic staff summarized that in 2007/2008 academic year academic staff were given ten (10) sheets of paper by the coordinator of studies for preparation of lecture notes and setting timed and midterm tests. Academic staff could not set nor administer tests or examinations because 10 sheets of paper were not enough. This statement shows that adequate teaching and learning materials need to be available all the time at LIE to effect the teaching process.

The same scenario is experienced by Open University of Tanzania (OUT). According to Professor Mbwete, Vice Chancellor of OUT, Open University of Tanzania is faced with the problem of shortage of teaching materials as a result of poor financing from the government (Nipashe, 25/4/2011). The government needs to allocate adequate funds for higher learning institutions so that availability of teaching and learning materials is guaranteed to enhance provision of quality education.
4.9.1.2  Shortage of Teaching and Learning Facilities
Shortage of ICT facilities was also documented as the problem facing LIE. At present there are seven computers in the department of training and five of them are connected to the internet but the internet services are still mostly unreliable. The situation is serious to the department of training where the only computer allocated for academic staff at the training department is mostly used by the registrar to keep registration data. Despite LIE’s initiatives to equip training department and LIE in general with modern ICT facilities efforts are still needed to equip academic staff with ICT skills so that they can effectively teach at LIE.

This shortage of ICT services at LIE was also felt by administrators, academic staff and students. 10 (50%) students said they were scared by the fact that internet services at LIE were not available for them. This made students to access information from internet at nearby internet cafes which were expensive. 2 (40%) administrators admitted that there was a shortage of ICT technology at LIE. Eight academic staff which is equivalent to thirty eight percent of all the respondents complained that they faced a problem of preparing their lecture notes, assignments, tests and examinations. They argued that sometimes they failed to maintain confidentiality in tests and examinations they set because they were typed and printed by personal secretaries of head of training department. One academic staff complained that she could not type tests for her students due to shortage of computers. She doubted to give tests to the secretary because they might leak and make the examinations and tests invalid. Data from documentary review and observation revealed that there was a shortage of ICT facilities such as printers, photocopiers and PowerPoint projectors at LIE There were only two printers and one photocopier at the department of training. There was also no PowerPoint projector which was to be used for teaching purposes.

In conclusion, the importance of ICT facilities in higher learning institutions like the LIE is indispensable. Mahai (2008) points out that ICT facilities especially internet assist students to reduce dependence on study materials provided by university or higher learning institutions. Therefore, LIE has to take the matter seriously by purchasing more computers and ensure reliability of internet services for students in the library and academic staff in their respective offices. This will enhance the provision of quality education through modern technology at LIE
4.9.1.3  Shortage of Transport Facilities for Academic Staff
Shortage of transport facilities for academic staff was noted to be one of the challenges facing academic staff at LIE. It was found out by the researcher that many academic staff had no private vehicles to take them to and from work. It was also found through observation and documentary review that most of the academic staff use public transport or “daladala” to come to work and go back home after work. This problem was also noted in respondents responses in the interview by four administrators which is about eight percent of all respondents, seven academic staff equivalent to thirty three percent and six students which forms thirty percent of all respondents acknowledged that lack of personal transport is a problem which impedes academic staff’s effectiveness and efficiency in teaching.

 One administrator admitted that academic staff members report late at the institute because most of them use public transport which is unreliable. Availability of a private vehicle for each member of the academic staff could be a solution to the problem. Furthermore, it was also revealed in the study that academic staff reported late at the LIE and left earlier for fear of missing public buses. They mentioned Kimara, Mbagala, Tegeta and Tabata as places where the problem of transport is unreliable. The areas mentioned above are also places where the majority of academic staff and non academic staff at LIE reside. In this case the head of personnel and administration department commented that academic staff could not stay at LIE beyond official hours because of unreliable public transport. They argued that this situation deprived academic staff the opportunity to prepare their lectures effectively in fear of reporting home late.

To conclude, academic staff needs to be enabled to own private vehicles in order to make them report early and perform their duties at their own pace without any fear of getting home late. However, LIE can provide fuel in terms of money for each of the academic staff after acquiring private vehicles so as to relieve them from a burden of buying fuel which its price is high and unstable. This system of supporting academic staff with fuel is also practised at UDSM and it has proved successful (Mkude and Cooksey ,2007).

4.9.1.4  Unattractive Allowances
Research findings show that some allowances were regularly paid and others irregularly paid to academic staff. Leave and travelling allowances were paid regularly to academic staff. House allowance has not been regularly paid to academic staff and it was for the last time paid in 2007/2008 academic year. The argument put forward by IAE management for irregular payments of it was that payments depend on availability of funds. Data available from interview supported the existence of the problem. 10 (46%) academic staff, two administrators which represents  forty percent of respondents and four students equivalent to twenty percent of the respondents agreed that this problem of unattractive allowances was realistic and it was adversely affecting the performance of the academic staff at LIE. The decision by LIE management to stop paying house allowance to academic staff negatively affected the academic staff by lowering their working morale. To support this point one female academic staff gave this complained that house rent was a major challenge to them here in Dar es Salaam. She said That LIE management was to pay them house allowance otherwise they would have to live in very remote areas where house rents were cheaper but with limited security.

As for other allowances such as invigilation, supervision of independent study of students and marking examination scripts, the rates used to pay academic staff are low. To concur with this point one academic staff said that they were paid five thousand shillings to invigilate one subject examination for three hours. They argued how did the LIE compute the allowance per hour? Wendy (2006) argues that allowances are paid to employees as incentives and are geared at motivating them and not otherwise. Therefore, if allowances fail to motivate employees, logically they lose their qualities of allowances thus they become demotivating factors. Therefore, incentives are meaningful only if the rates are reasonable to reflect the economic situation of the country. Low rates of incentives always lower job satisfaction hence result to other employees seeking new employments elsewhere (Thomas, 1990). In view of the above it may be concluded that adequate salary and incentives in higher learning institutions such as LIE are the principal impetus of attracting and retaining academic staff. This will make the teaching profession at LIE a pride for academic staff and distinction to the management for making LIE a favourable work place to work.

4.9.1.5  Shortage of Reference Books and Other Publications
The researcher also probed the availability of adequate relevant reference books and other publications in the LIE library. Through observation and documentary review, it was noted that the library lacks basic reference books. With regards to reference books, documents revealed that the last consignment of books was received three years ago from Chinese Embassy in Tanzania, Equal Opportunity Trust Fund (EOTF), the World Bank and the Tanganyika library service (TLS). But according to researcher’s observation it was noted that some books had been purchased by the Institute and others were donated by the University of South Africa. 

Data collected in the study showed that 2 (40%) administrators, 4 (20%) students and 2(9%) academic staff acknowledged the existence of the problem. It was also noted from interview and questionnaires that academic staff had to search for reference books from libraries at nearby institutions, the National Library (TLS) and other libraries such as British Council Library in order to enrich their lectures. Table 4.7 shows institutions which supplied books to the LIE library in 2009/2010.

The importance of a well stocked library for any academic institution cannot be overemphasised. Jokolo (2003) argues that a library and its stock is  among the indicators of good educational institutions.
Table 4.7: Institutions which supplied books in LIE library in 2009/2010
Name of Organization	Number of Books
Lipinyapinya Institute of Education	2100
University of South Africa	400
Total	2500
Source: Researcher’s data (2010)

Additionally, a modern library needs to have competent librarians, air conditioned rooms for great comfort of the users and computerisation of the library. http://sileresources.worldbank.org/INTAFRREGTOP, 2010). The LIE library also received a total of 37 different newspapers in 2009 from newspaper printing companies for the LIE community to read for entertainment or reference. Table 4.8 shows different newspapers supplied to LIE in 2010.
















Source: Researcher’s data (2010)
Shortage of relevant reference books at LIE has an implication to the teaching and learning processes. The Institute’s library as stated in the previous chapters is plagued with the problem of shortage of books and other publications. Despite the initiatives taken by LIE to stock the library with more books and other publications, much still need to be done to ensure that the funds allocated for purchase of books and other facilities should not be diverted but directed to intended goals so as to completely alleviate the problem. 

4.9.2	How Academic Staff Address Each Challenge Encountered 
(i)	Shortage of Teaching and Learning Materials 
The interview conducted between the researcher and academic staff on the means to solve the problem of shortage of teaching and learning materials indicated that academic staff bought teaching materials using their own money. One academic staff complained that they were buying teaching and learning materials by using academic staff’s own money. They bought reams of paper, marker pens, blue and red pens, flip sheets, dusters and reference books. The above scenario shows to what extent academic staff members are dedicated and committed to fulfil their duties at LIE. The teaching and learning materials are some of the central necessities needed at any higher learning institutions like the LIE in order to effect provision of quality education and training of adult educators and teachers. Additionally, reliable availability of teaching and learning materials by itself is a motivating factor to the academic staff to work hard and devotedly. If teaching and learning materials are in place at the LIE, it would serve as an incentive to academic staff because the working environment would be favourable for teaching and learning processes.
(ii)	Lack of Transport Facilities for Academic Staff
The researcher asked academic staff how they solve the problem of transport at LIE. The study revealed that 15 (71.4%) academic staff used public means of transport or daladala buses as a means of going to work and coming back home after work. Six academic staff members equivalent to twenty nine percent of respondents said that they used their personal vehicles to address the problem of transport at LIE. As a matter of fact the problem of transport for academic staff at LIE is serious beyond explanation due to the fact that they have to report early at work in the morning and leave late in the evening after making preparations of lectures and notes for the following day. The long term solution of the problem of transport for academic staff could be for each academic staff to purchase his or her  own  vehicle. This is possible if proper plans are set by the LIE management to achieve this endeavour.

Studies from higher learning institutions or universities in Tanzania reveal that the problem of transport for academic staff is common. Mkude and Cooksey as cited in Collingwood, (2007) argue that some universities in Tanzania such as University of Dar es Salaam provide fuel for academic staff so as to reduce the burden of running their vehicles. The situation is contrary to Sokoine University of Agriculture where academic staff depends much on private cars to go and come back from work. However, University vehicles are used for field work outside Morogoro region. The situation at LIE is different because majority of academic staff have no individual vehicles therefore providing fuel to them is immaterial. However, among the best ways to assist academic staff with the problem of transport is by enabling them to acquire private vehicles through soft loans offered by LIE. The loans can be deducted through academic staff‘s monthly salaries.
(iii)	Shortage of Teaching and Learning Facilities
Shortage of teaching and learning facilities such as computers to access internet services was highly observed in the study. At present Internet services at LIE are available on payment basis from privately owned enterprises and charges Tsh. 500/= per hour. However, the room in which internet facility is housed is too small to accommodate even six clients at a time. In a bid to solve this problem of shortage of reliable internet services five academic staff which constitutes twenty four percent of respondents said that they normally go outside the LIE premises to search for internet services because those provided at LIE are both unreliable and insufficient in terms of small number of computers connected to the internet network.

At LIE unreliability of internet services made some academic staff seek internet services from computer analysts’ office at LIE headquarters. It was learnt that even in that office internet network was unreliable. Academic staff advised LIE management to improve internet services in all academic departments. Ten (45%) academic staff showed dissatisfaction on the internet services availability at LIE and were surprised to see the problem continue to hamper teaching and learning processes. Maliyamkono and Mason (2006) emphasizes that the promotion of science and technology education in Tanzania is a key strategy to realize competence and competitiveness of students in higher learning institutions. This commitment of the government has been reflected in the vision 2025 which singles out ICT as a key driver for transformation of Tanzanians economically, politically and socially. The importance of ICT for education purposes has also been reflected in MoEVT education policy. The MoEVT has prepared syllabi for standard 4 – 7, forms 1 – 4 and university level where certificate, diploma and degree courses are offered by various universities and higher learning institutions such as UDSM, DIT, CBE and IFM (ibid). All these strategies by the government of Tanzania are geared towards awakening Tanzanians in the world of technology so that they can access knowledge via internet (Chilisa and Preece, 2005). Therefore, improving ICT infrastructure at LIE is indispensable not only for effective provision of quality education but also for sharing local and global knowledge. 

4.10	Measures Taken by IAE to Address the Challenges
The third task of this study was to assess the measures taken by the LIE to address the challenges at the LIE. This was deemed important because the researcher wanted to know how LIE has addressed the challenges in order to make the teaching and learning environment at the Institute more conducive than ever before.

4.10.1  Shortage of Teaching and Learning Materials
There are measures taken by  LIE  to address the challenges of shortage of teaching and learning materials. Data through documentary review revealed that new books and other publications have been purchased as shown in the previous paragraphs. A total of 2500 books were purchased between 2009 and 2010. The LIE management bought 2100 books while University of South Africa supplied to LIE 400 books. The above statement was supported by 12 (57%) academic staff and 13 (62%) students who agreed that there has been some changes in the library in terms of availability of new books and publications. They further asserted that new books have been purchased in the fields of administration, management, educational research and education in general. Additionally, information collected through observation revealed that new cabinet lockers and shelves have been purchased and installed for library use.

However, it was noted that the LIE library currently does not provide borrowing services due to lack of borrowing facilities and institutional library policy. This lack of institutional policy deprives library users to get other library services which are important for academic excellence .Despite all these remarkable developments in LIE library, it was noted that the majority of librarians at LIE have limited skills as most of them are primary school leavers. Rees (2005) argues that librarians need to be highly skilled in order to make the library a place of intellectual stimulation and not a marginal service. There has been improvement regarding the availability of teaching and learning materials at LIE in 2009/2010 and 2010/2011 academic years. Each academic staff member has been given one ream of paper for preparation of notes and compilation of tests and examinations. Marking red pens, flip sheets, marker pens and blue pens have been regularly supplied to academic staff in each semester. This progress revealed by LIE  has highly motivated academic staff to teach effectively and devotedly. However, it has been observed that teachers who are teaching both morning and evening sessions are sometimes given teaching facilities that cater for one session only. Additionally, the teaching materials provided to academic staff are generally insufficient even for one session in a semester.

4.10.2  Shortage of Teaching and learning Facilities
The LIE has reacted to the problem of shortage of teaching and learning facilities at LIE. It was noted through documentary review that five new desktop computers were purchased by LIE for internet service provision in the library. Eight academic staff equivalent to thirty eight percent of the respondents and nine students which form forty five percent of the respondents accepted that new computers had been installed with internet network for students and academic staff to access information. Three administrators which constitute sixty percent also acknowledged that there was a problem of shortage of ICT at LIE and plans were underway to purchase new computers, printers and photocopiers for library users as well as for academic staff in their respective departments.

4.10.3  Lack of a Training Policy 
Lack of a training policy is one of the challenges faced by LIE academic and non academic staff. Data obtained through interview from Human Resources Department revealed that the LIE management was on the process of designing a training policy that could solve the problem of staff development. A training policy is a crucial document which expresses rules and procedures which govern the standard and scope of training in the given organization or institution. The purpose of the training policy has always been to ensure individuals at an institution or organization to have knowledge and skills required to perform their duties (http://www.citehr.com). 
The need for a training policy at LIE was also felt by LIE management Three administrators which represents sixty percent of all respondents admitted that the training policy is highly needed at LIE because the former training policy seems to be irrelevant to date after LIE became a higher learning institution in 2008. This situation has necessitated LIE to design a new training policy which is intended to provide academic staff with opportunities to pursue further education including Master and Doctorate degrees. These higher degrees are highly needed at LIE to facilitate bachelor courses some of which have already begun to be offered at LIE.
4.10.4  Unconducive Teaching and Learning environments
The provision of quality education requires conducive teaching and learning environment. The physical infrastructure at LIE were not conducive and therefore needed renovation especially the lecture halls, seminar rooms and training department offices. Data collected from interview and observation indicate that lecture hall III, seminar rooms 14, 15, 16, academic staff offices and training department offices have been renovated. Additionally, new fans have been fixed, floor tiled, windows enlarged to allow ventilation and more light in lecture hall and seminar rooms. It was also revealed that halls II and III have been installed with loudspeakers facilities to allow audibility. However, there have been no deliberate efforts from the LIE management to find or erect new buildings that can serve as lecture halls and seminar rooms. The LIE is now critically faced with the problem of limited space for lecture halls and seminar rooms. The LIE has to begin to address the problem now before the situation becomes worse hence distorting the reputation of the institute.

4.10.5  Unattractive Allowances
The LIE management has not done much as far as unattractive allowances are concerned. Documentary review revealed that the LIE management has improved the rates of subsistence allowance from Tsh 45000/= to Tsh 65000/= per night. However, other allowances such as invigilation, marking and research supervision their rates have not been reviewed. For example, Tsh 2000/= is paid to academic staff for invigilating an examination for one hour. As for marking allowance Tsh 1000/= is paid for marking one script of paper. The rate used to pay research supervision allowance is Tsh 25000/= per research study.
Generally, the rates used to pay the three allowances above are relatively unattractive compared to the real economic status of the country. Allowances become meaningful when they motivate the recipient to increase productivity at a work place. Among the allowances that academic staff demand its resumption is house allowance. Following high rates of rents here in Dar es Salaam, the payment of house allowance to academic staff could relieve them from a burden of paying expensive rents. The documented data obtained from accounts section disclosed that house allowance was paid twice to academic staff in 2007 and 2008 respectively. The LIE has to reconsider to pay house allowance to academic staff so as to raise their working morale. 

4.10.6  Lack of Transport Facilities for Academic Staff
Transport facilities for academic staff has been one of the challenges faced by LIE. Documents from human resource office revealed that in the 1980’s there were buses that were carrying workers to and from work. This option is not viable today due to many reasons including shortage of funds to run the project. The LIE Management through academic meetings has been telling academic staff that the problem was at the management level being discussed but no official report has been issued on the development of the initiative. Academic staff need .private vehicles because they believe that private vehicles can enable them to report early at the LIE’s offices and leave for home at their own convenient time. Public transport popularly known as “Daladala” has been found ineffective as academic staff report late at LIE due to long queues and mechanical breakdown of the buses. Generally, the institute has done significantly very little with regards to the problem of transport for academic staff at IAE.
4.11	The Opinions of the Respondents on the Extent to Which the Challenges have been addressed
The opinions of the respondents on the extent, to which each of the measures taken has addressed the challenges, show that the LIE has been able to reduce the problem of unconducive teaching and learning environment. 13 (60%) academic staff through interview said that some lecture halls, seminar rooms and academic staff offices have been renovated and fans have been fixed in the renovated spaces. Furthermore, respondents acknowledged that much has been done to renovate the library though the library is still small with regard to the number of users at LIE This means that another place has to be sought in future for the expansion of the library. However, the renovation that has been done to the library is a positive gesture and commitment shown by LIE Management that it is committed in improving the teaching and learning environment at the Institute.

Another area where LIE has shown progress is on the availability of teaching and learning materials and facilities. As it has been explained in the previous paragraphs, stationeries have been supplied to academic staff though insufficient to facilitate teaching and learning at LIE. Additionally, five new computers have been purchased and installed with internet connectivity for library users to access materials from the web. Despite the achievements noted at LIE, it is still faced by shortage of printers, PowerPoint projectors and photocopiers which are necessary for effective teaching.

It has been noted from interview, observation and documentation that LIE has not done enough to improve the rates of various allowances. Additionally, the problem of lack of transport facilities has not fully been addressed by LIE As for the problem of lack of training policy the head of Human Resource Officer commented that the training policy was being worked out and soon it was to be released for the LIE community to benefit from it. Generally, the Institute has a long way to go in order to make IAE a centre for excellence. The next chapter provides summary, conclusion and recommendations of the study. 

4.12	The Extent to which Identified Challenges Affect the Performance of Academic Staff 
Many consequences were noted as a result of challenges affected academic staff at LIE. Shortage of teaching and learning materials resulted to ineffective teaching because teachers could not administer timed and midterm tests on time. Moreover, shortage of teaching and learning materials at LIE made teachers to use their own money to buy the stationeries so that teaching and learning process could be effected and achieved.

Shortage of ICT facilities at the IAE brought many inconveniences. Academic staff could not prepare their lectures and notes on time. Additionally, there were no internet services for teachers to access various information. Despite the purchase of five computers for the library which were connected to the internet, internet services are still unreliable. It was also noted that the training department had insufficient printers and photocopiers. The department had no PowerPoint projectors facilities for teaching and learning purposes. As it has been discussed in the previous chapters that academic staff at the LIE faced a problem of transport. Data collected revealed that academic staff had neither private nor LIE vehicles to take them to and from work. It was learnt that academic staff used public transport or daladala for coming to work in the morning and going back home in the evening. This situation made academic staff report late at work resulting to ineffective teaching. The LIE Management promised academic staff that the problem would be worked out and become a history.

The study indicated that payments of allowances as incentives to academic staff were discouraging. First, the rates used were too small and some of the allowances were not paid regularly. They identified that house allowance was twice paid to academic staff in 2007 and 2008 but the rates were negligibly small and could not even pay half of the whole house rent. Invigilation, marking dissertation and supervision allowances rates were also too small and not paid on time. The LIE management was asked by academic staff to review the rates so that they excite academic staff and reflect the current economic situation.

Finally, study findings revealed that shortage of reference books was a challenge that hampered academic staff from performing their academic duties satisfactorily. In some cases academic staff had to visit other libraries around Dar es Salaam searching for relevant books of their teaching subjects. Scholars argue that a good library and its contents is among the indicators of a good educational institution. Therefore deliberate efforts need to be taken to equip the library with necessary relevant reference books on the courses taught so that students graduate with required competencies needed at the labour market.

4.13	Measures Taken by LIE to Address the Challenges
The data available from the library indicated that there had been substantial changes. New books and furniture were purchased, internet network installed, library capacity enlarged and a new office of the librarian constructed. Additionally, internet services have been established in the library though ineffective due to poor connectivity. It was also noted that three lecture halls and two seminar rooms had been renovated to make the teaching and learning environment conducive. The department of training premises have been renovated too by repartitioning, painting, tiling and installing air condition facilities. The premises now look attractive, academic and conducive for teaching and learning purposes.





5.0 SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Introduction
This chapter presents concluding remarks and recommendations that the researcher considers to be pertinent. The chapter is organised into five parts which include this introduction, a summary of findings, the extent to which identified challenges affect the performance of academic staff, measures taken by LIE to address the challenges, conclusions and recommendations.

5.2.	Summary of the Study
The study aimed at examining the challenges facing academic staff in teaching at higher learning institutions of Tanzania. Specifically, the study investigated the challenges faced by academic staff at Lipinyapinya Institute of Education (LIE). Secondly, the study examined the extent to which the identified challenges affect the performance of the academic staff at work. Finally, the study also assessed the measures taken by academic staff and LIE to address the challenges encountered. 

Literature review covered the theoretical and empirical findings related to the study. The study has revealed that academic staff in higher learning institutions in Tanzania, especially LIE face many challenges in the course of pursuing their academic duties. The challenges that academic staff face range from inadequacy of teaching and learning materials and facilities, unattractive remuneration and incentive package to lack of recognition. Other challenges faced by academic staff include in conducive teaching and learning environment and lack of transport facilities. These challenges faced academic staff at different degrees according to the nature of each higher learning institution. In case of newly established higher learning institutions such as the LIE, its academic staff might face more challenges than academic staff in more experienced institutions due to its infancy and inexperience in higher education subsector.

Furthermore, it was also noted in the study that the challenges faced by academic staff was a result of two factors that characterize contemporary education in Tanzania. The first factor is a shift from education as a “public good” to education as a “private good” which resulted to reduction of public expenditure on education. This shift resulted into an introduction of cost sharing schemes by the government of Tanzania, removal of subsidies and cuts of public subvention. Second, it was due to unfavourable economic conditions in most African countries in the 1980s and 1990s which ended by treating educational expenditure as ‘cost’ rather than a “social investment”. This scenario influenced external donors into turning away from the support of higher education in favour of basic education (Sawyer, 2004).

At the time of independence of many African countries in 1960s and 1970s, it was the African governments which funded much higher education in African countries. The argument behind their decision was that education and particularly higher education was seen as a key instrument for accelerated development. The economies of many African countries in 1970`s were adversely affected by world recession. The recession made African countries unable to fund higher education. The argument that basic education has higher social returns than higher education is realistic since it is the community that benefits while in higher education it is the individuals and families who benefit most. This scenario made external donors reduce their funding to higher education in Africa on one hand and African government themselves reduced funds for social sector expenditure on the other. External donors therefore, used cost sharing as both a policy advice to African governments to reduce public spending and conditionalities for funding.

Today many African countries including Tanzania depend to a large extent on its internal revenues to fund higher education. Tanzania for example has been able to build Dodoma University (UDOM) by using internal financial resources (Kikwete, 2010). Additionally, the introduction of Higher Education Students Loans Board (HESLB) is one of the strategies Tanzania has employed as efforts to solve the problem of external donor dependence The study was conducted at Lipinyapinya Institute of Education headquarters in Dar es Salaam. The sample studied included three LIE senior administrators, three MOEVT officers from Adult Education Directorate and two heads of department who were obtained through purposive sampling method, academic staff, ordinary diploma and advanced diploma students were obtained through random sampling method.

Data was collected through qualitative and quantitative research approaches. Data collection methods used included interview, questionnaire, observation and documentary review. Data analysis started with individual respondents and then answers from respondents were grouped and compared to determine similarities and differences to avoid redundancy. Data were finally analyzed, presented and discussed based on research tasks in order to tally with research questions.
5.3. Summary of the Findings
The study indicated that LIE was facing the problem of shortage of teaching and learning materials. They mentioned materials such as reams of paper, red pens, white board marker pens, dusters, flip charts and reference books as the most teaching and learning materials that were mostly lacking all the time. The academic staff sometimes had to use their salaries to buy them. However, it was learnt that there was change on the availability of teaching and learning materials in this academic year 2009/2010.It was noted that at least each academic staff was given one ream of paper and two white board marker pens. The move by LIE management to supply some of teaching and learning materials to a certain extent brought relief to the problem of stationeries. However, LIE has to ensure that there is reliable availability of teaching and learning materials to enhance the teaching and learning processes.

Furthermore, there was also a problem of teaching and learning facilities such as computers, PowerPoint projectors and internet at LIE. The Institute noticeably also had a shortage of printers and photocopiers for academic use. It was also noted that projectors or PowerPoint projectors were not regularly used due to insufficiency of these facilities. However, the LIE has supplied five computers to the library so that they can be connected to the internet for students and academic staff to access information to enrich their lectures and assignments.

On the issue of in conducive teaching and learning environment in terms of infrastructure, it was revealed that some lecture halls and seminars rooms had undergone extensive innovation. Observation shows that the head of training department’s office has been renovated with rooms repartitioned, tiled, painted and fixed with air condition facilities. It was suggested by academic staff that all lecture halls should be installed with loud speaker facilities to improve audibility. Documentary review and interview show that only two lecture halls namely, hall 3 and Elimu Club have been installed with loud speaker facilities.

Furthermore, it was observed that academic staff faced the problem of unattractive allowances at the LIE. They cited allowances such as setting, marking; invigilation and supervising independent study were negligibly paid to academic staff. Documentation indicated that inadequate allowances had been a problem under discussion since 2006. It is high time LIE management work on them so as to raise morale and accountability at LIE. Provision of house allowance to academic staff at the LIE was also noted to be one of the serious challenges. Academic staff complained that house rents were extremely high and unaffordable by depending on salaries. Availability of it would be a great relief to academic staff. They asked the LIE to reconsider the resumption of it despite the budget deficit LIE currently faces.

The great challenge for people living in urban areas like Dar es Salaam is availability of reliable transport to and from work. The academic staff demanded the LIE management to enable them avail private transport vehicles to solve the problem of transport here in Dar es Salaam. The academic staff commented that availability of private vehicles on loan basis would raise morale and solve the problem of late coming at work by academic staff. Lack of training policy was also revealed to be the challenge by academic staff. They said many newly employed academic staff failed to advance academically because they were discouraged by LIE management response that they had to work for three years as a prerequisite for sponsorship for further education. However, one senior officer at the LIE through interview said the training policy was being worked out with consideration of the serious shortage of PhD lecturers to facilitate undergraduate students. As for the causes of the challenges faced by academic staff it was learnt that shortage of funds from MoEVT, mismanagement of available resources, adult education accorded low profile at MoEVT, and poor application of ICT facilities were found to be the major causes.

5.4 Conclusions
The following conclusions were derived from the findings based on the research tasks and arranged following the order of the research tasks. Basing on the findings in the first task, it can be concluded that academic staff were really faced with many challenges such as shortage of teaching and learning materials, lack of transport facilities for academic staff, and shortage of teaching and learning facilities. Other challenges academic staff face includes unattractive allowances and shortage of reference books and other publications. These challenges hampered staff’s capacity to perform efficiently during facilitation. The challenges could have been solved if there was reliable and effective communication between academic staff and LIE Management to meet and discuss the challenges in order to enable academic staff work in conducive environment. 

The second task was concluded by acknowledging that they are challenges faced by academic staff at LIE. Generally challenges experienced by LIE resulted to ineffective teaching due to shortage of teaching and learning materials and facilities and un conducive teaching and learning environment. Additionally, challenges also made academic staff demoralized due to shortage of stationeries, reference books and ICT facilities. Other challenges that demoralized academic staff include unattractive incentives (allowances), unreliable transport and lack of training policy. Although the LIE has begun solving some of the challenges, much effort is needed to ensure that academic staff work under friendly conducive and motivating environment in order to promote efficiency and effectiveness in the provision of education and training.

Thirdly, it was revealed in the study that the measures taken to solve the challenges faced by academic staff were insufficient. The basic challenges such as unattractive incentives, unreliable payment of house allowance, unreliable transport facilities, lack of training policy have not been adequately dealt with by the LIE Management. In view of this the LIE in collaboration with the LIE council should design sustainable strategies that would consequently alleviate of the challenges academic staff and the entire LIE community encounter so as to make the Institute a place of great credibility, integrity and development.

5.5` Recommendations
In light of study findings the following recommendations are suggested.
5.5.1  Recommendations for Policy Makers
i)	The Ministry of Education and Vocational Training has to allocate adequate funds to higher learning institutions such as LIE so as to enable them implement successfully the objectives of their establishment;
ii)	The MoEVT as a mother Ministry has to solicit funds and facilities from internal and external partners and stakeholders so as to improve teaching and learning at all the institutions it oversees; and
iii)	The Ministry of Civil Services in collaboration with MoEVT have to provide incentives such as house, transport, health, technology and allowances to academic staff in high learning institutions so as to motivate and relieve them from a burden of paying high costs that surpass their income.
5.5.2  Recommendations for Students at LIE
(i)	Students as stake holders of LIE through student`s leadership have to design a forum that will enable students to meet with LIE management so that the challenges students face in the course of learning are collaboratively addressed with LIE to alleviate the challenges that hamper the smooth provision of quality education at LIE and
(ii)	Students and academic staff need to work closely to ensure that there is reliable teaching and learning resources so as to enhance provision of quality education at LIE.
5.5.3  Recommendations for the Lipinyapinya Institute of Education
(i)	The study recommends that necessary teaching and learning resources such as stationeries and reference books are purchased by using income generated from projects so as to solve the problem of shortage of teaching and learning materials; 
(ii)	It is recommended that the availability of printing, photocopying and internet services in the LIE library, training department and other academic offices need to be highly available to enhance provision of quality education; 
(iii)	Academic staff should be enabled by LIE management to acquire personal vehicles so that academic staff report and leave for home at their own convenient time and to enhance their teaching at LIE; 
iv)	It is recommended that academic staff demand the resumption of allowances payments so  as to enable  academic staff work comfortably and devotedly;

v)	The Institute as an academic institution needs to motivate its academic staff so that they can effectively and efficiently perform their duties. Therefore, the study recommends that the institute should review its rates used to pay academic staff allowances which basically need to reflect their status and current economic situation; 

(vi) Proper management of resources is a key to success of any organization or institution. It is recommended that the LIE properly and carefully manages all the available resources so that the objectives set are optimally realized;

(vii) A training policy normally governs scope of training in the organization or institution. Therefore, the LIE has to ensure that the training policy is put in place and regularly updated to address the problems that can emerge in the course of implementing the training policy;

v)	Lipinyapinya Institute of Education as an academic institution needs to put much emphasis on issues related to academics and financial resources should be directed towards enhancing the provision of education and training; and

vi)	The Training Department at LIE deserves to be treated as a college autonomous in terms of administration and finance so as to get rid of bureaucratic tendencies which seem to retard the provision of quality education at LIE. Firstly, a study has to be conducted on the challenges facing non-academic.
5.5.4  Recommendations for further studies
A study has to be conducted on the challenges facing non-academic staff at LIE. The study is needed because it seems that non-academic staff also face challenges that affect smooth implementation of academic and non-academic duties at LIE.

LIE has to conduct a study on the suitability of LIE courses and programmes to identify their strengths and weaknesses. The demand to conduct such a study originates from the complaints of stakeholders who occasionally question the competence of diploma and advanced diploma students as some of them prove to be less competent at their work places after they have graduated from LIE.
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QUESTIONNAIRE FOR ORDINARYDIPLOMA/ADVANCED DIPLOMA IN EDUCATION AND BACHELOR OF ADULT AND CONTINUING EDUCATION

The purpose of this questionnaire is to collect information about your perceptions on the challenges facing academic staff in teaching at the Institute of (IAE). You are kindly requested to contribute ideas and answer the following questions in this questionnaire. You are not obliged to include your name. You may, however, indicate your name if you wish to do so.
Male ........................................... Female ..................................... Age ....................

1.	How long have you been studying at the IAE? ....................................................

2.	Which courses are you studying at IAE? .............................................................

3.	Do you think academic staff face any challenges in teaching at IAE? Please, briefly explain your position or opinion in relation to your answer to this question.
..............................................................................................................................................................................................................................................................

4.	What are the causes of the challenges facing the academic staff at IAE? If any.
..............................................................................................................................................................................................................................................................

5.	Say how each identified challenge impacts academic staff performance at their work?
..............................................................................................................................................................................................................................................................
6.	From your views what measures have been taken by IAE or any other Institution/organization/community to address the challenges you have identified?
..............................................................................................................................................................................................................................................................

7.	What else should be done by IAE (or any organization/community) in order to improve the working environment of the academic staff at the institution?
..............................................................................................................................................................................................................................................................










10.	What additional teaching and learning facilities do you think need to be made available at IAE so as to improve the teaching and learning processes. 
..............................................................................................................................................................................................................................................................










 INTERVIEW SCHEDULE FOR IAE ACADEMIC STAFF

There are questions I would like to explore with you. The information will be for research purpose and it will be treated as strictly confidential.

Male ............................................................. Female ...................................................
1.	How long have you been teaching at the IAE
2.	What motivated you to work at the IAE?
3.	Do you experience any problems/challenges in your daily duties? Please explain
4.	What are the causes of the challenges facing (You) academic staff?
5.	How do these challenges affect your duties (teaching)?
6.	What measures have been taken by the IAE to reduce/alleviate these challenges?
7.	In your own opinion what do you think the IAE should do to alleviate these challenges?
8.	Have those measures have been effects to solve the challenges?




INTERVIEW SCHEDULE FOR ADMINISTRATORS
 (Senior IAE Officers and Heads of Department)

Male ............................................... 	Female ..............................................
These are a few questions I would like to explore with you, the information obtained will be for research purposes and will be strictly treated confidential.

1.	How long have you been working at IAE?
2.	What is your age (you may be deciding not to respond to this question)
3.	What are the challenges facing academic staff in pursuing their day to day duties?
4.	What are the causes of the challenges?
5.	Explain how each challenge affect the academic staff from performing their duties?
6.	What measures have been taken by (a) IAE (b) MoEVT (c) Individual staff (d) Staff Organization(s) (Institutional) (c) Other Organizations/Institutional or individuals? To address the challenges face by these academic staff?
7.	To what extent has each of the measures taken solved the challenges that academic staff face?
8.	What is your opinion regarding the measures taken by IAE in addressing the challenges?





The following is a list of items that the researcher expects to observe during the study.
1.	Number of physical infrastructure such as facilities (stationery, chairs, tables) lecture or theatre rooms, seminar rooms, computer rooms and toilets/washrooms.
2.	Sitting setup for students during lecture and seminar sessions.
3.	Facilities available for student’s at IAE such as internet, photocopying, printing and scanner.
4.	Cafeteria or any other forms of services for food provision.
5.	Availability of library space (size) and library services.
6.	Maintenance of buildings such as lecture halls, seminar rooms and academic staff offices.
7.	Tutors and student’s attendance of lectures and seminars

DOCUMENT SCHEDULE
The researcher expects also to gather information from various documents for purpose of enriching the study. The following documents were scrutinized during the study: 

Minutes of academic department meetings
Minutes of quarterly department meetings

1.	Policy documents from MoEVT and IAE
2.	Brochures
3.	IAE corporate strategic plan




-	Availability of modern teaching facilities
-	Availability of adequate competent and qualified staff
-	Recognition of employees

-	Effective management of resources
-	Transparency 
-	Equal distribution of staff development opportunities.
-	Relevant administrative structure.

-	Highly motivated academic staff
-	In service courses and training.
-	Highly and enhanced status for academic staff 
-	Competent academic staff

Conducive Working Environment for Academic Staff in Higher Learning Institutions in Tanzania.



